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Abstract 
 
 Throughout the 21st century, change has been a predominant theme in the workplace. 
Increased technology and globalization are two key contributors to the changing landscape. 
Higher education workforces are grappling with the growing problem of work stress and prior 
research suggests that it requires a new approach. Spirituality has a longstanding history of being 
excluded from the workplace, yet recent investigations of workplace stress that fail to 
incorporate spirituality as a factor are now met with criticism. The primary purpose of this study 
was to explore the dimensions of workplace spirituality - inner life, meaningful work and 
community and connectedness – in the management of work stress in university employees. This 
study utilized a convergent mixed method approach. This research study presented evidence that 
shows workplace spirituality is connected to the reduction of work stress. Correlational analyses 
revealed statistically significant relationships between dimensions of workplace spirituality and 
work stress. In addition, interview findings revealed thematic coping methods and stress 
management techniques of university employees. Summarily, this study contributed unique 
knowledge to the current body of literature that connects workplace spirituality and work stress 
in university employees. It also provided critical recommendations for leaders and human 
resource managers who seek solutions to work stress.  
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Chapter 1 
 
Introduction 
Throughout the 21st century, change has been a predominant theme in the workplace. 
Globalization and technological advances are significant contributors to the ongoing 
transformation in the workplace (Sparks, Faragher, & Cooper, 2001). As a result, organizations 
must adapt to increasingly competitive and more nimble markets. Several organizations have 
downsized - laying off significant numbers of employees. With streamlined human resources, 
remaining employees work longer hours with fewer resources (Jazzar & Algozzine, 2006) and 
stress is on the rise.  
Occupational stress is a significant problem in the workplace. The 2011 report from the 
American Psychological Association (APA) reflected that nearly 40 million American 
employees reportedly experienced job-related stress (APA, 2011). What’s more, work stress has 
negative effects on physical and mental health which in turn negatively impacts individual 
performance and overall organizational productivity (Beheshtifar & Nazarian, 2013).  
In the early 90s, Lazarus asserted that “stress arises when the individual appraises the 
demands of a particular encounter as being about to tax or exceed the resources available, 
thereby threatening well-being and necessitating a change in individual functioning to manage 
the encounter” (Lazarus, 1991 as cited in Mostert et. al, 2008). Therefore, occupational stress 
also referred to as work stress and/or job stress comes from a mismatch between the capabilities, 
resources, and needs of the individual employee and the demands of the occupation (Topper, 
2007).  Higher education workplaces have not historically been considered stressful workplaces 
(Anderson, Guido-Dibrito & Morrell, 2000).  Yet, studies across the globe have concluded that 
2 
  
work stress is rapidly increasing in academia (Gillespie et al., 2001; Katsapis; 2012). One reason 
cited for increased stress in higher education workplaces is poor leadership during organizational 
change (Gillespie et al., 2001). The trend toward working longer hours has also increased stress 
levels (Erkutlu & Chafra, 2006). Moreover, deadlines and accountability are an integral part of 
academic work lives (Katsapis, 2012).  
Higher education workforces are grappling with the growing problem of work stress and 
it requires a new approach. There is need for a paradigm shift in the employee support and care 
provided by colleges and universities. Murray and Evers (2011) discuss the negative impact of 
fragmented work lives where professional life is separate from personal life diminishing one’s 
sense of wholeness and integration. For a long time, employers compartmentalized workers, 
carefully separating work concerns from personal identities. But productivity waned because 
personal lives affect work lives (Garcia-Zamor, 2003). Instead, higher education institutions can 
begin to incorporate spirituality to support wholeness in the workplace. In this context, 
spirituality is defined as “an inner search for meaning” and purpose in the workplace (Grabor, 
2001, p. 40). It is a multidimensional and inclusive construct and at its deepest level, spirituality 
is defined at an individual level (Starks et al., 2014).  
Spirituality in the workplace, also referred to as workplace spirituality and spirit at work 
has over 70 definitions (Karakas, 2009). It can be viewed as a: 
Framework of organizational values evidenced in the culture that promotes employees’ 
experience of transcendence through the work process, facilitating their sense of being 
connected to others in a way that provided feelings of completeness and joy (Giacalone & 
Jurkiewicz, 2003 as cited in Giacalone & Jurkiewicz, 2004, p. 129). 
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This definition offers a conceptualization of workplace spirituality as a value-based system that 
connects employees to the organization on a deeper level.  
Tombaugh (2011) suggested that the value-based definition of workplace spiritualty only 
represented the passive voice of workplace spirituality. He suggested that the active voice of 
workplace spirituality included a demonstrative expression of spirituality like yoga, a nature 
walk, meditation or prayer (2011). In this way, workplace spirituality is viewed as an integration 
of values that affect spiritual experiences and practices at work (2011).   
Another definition describes workplace spirituality as: 
An experience of interconnectedness, shared by all those involved in a work process, 
initially triggered by the awareness that each is individually driven by an inner power, 
which raises and maintains his or her sense of honesty, creativeness, proactivity, 
kindness, dependability, confidence, and courage; consequently leading to the collective 
creation of an aesthetically motivational environment characterized by a sense of 
purpose, high ethical standards, acceptance, peace, trust, respect, understanding, 
appreciation, care, involvement, helpfulness, encouragement, achievement, and 
perspective, thus establishing an atmosphere of enhanced team performance and overall 
harmony, and ultimately guiding the organization to become a leader in its industry and 
community, through its exudation of fairness, cooperativeness, vision, responsibility, 
charity, creativity, high productivity, and accomplishment (Marques et al., 2005, p. 87). 
This complex, description of a peak-like experience describes a metaphysical happening that 
transcends the typical work experience. In order to connect multiple viewpoints, Karakas (2010) 
focused on the outcomes of workplace spirituality and presented three perspectives. He 
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concluded that workplace spirituality contributed to 1) employee well-being, 2) the exploration 
of meaning and purpose through work and 3) a sense of community and interconnectedness at 
work.  
Statement of the Problem  
The problem of work stress is spreading through the academia. Research on stress in 
academia has focused on common sources of stress and their negative impact on health. 
Numerous studies have reported on health issues, performance and productivity problems related 
to their job stress (Gillespie et al., 2001; Ongori & Agolla, 2008; Mostert, Rothmann & Nell, 
2008). Moreover, stressed employees tend to report job dissatisfaction, low motivation and low 
morale (Beheshtifar & Nazarian, 2013). Higher education administrators are at high risk for job 
stress because they are often overwhelmed with multiple job functions (e.g., teaching, research, 
working with people, budgeting) that are essential to the overall operation of the institution 
(Karsli & Baloglu, 2006).  Wild et al. (2003) determined a high level of stress among deans and 
Katsapis (2012) examined research administrators and found high stress levels due to work 
overload and job ambiguity.  
Research shows that spiritual development is one way to handle stressful situations at 
work (Calicchia & Graham, 2006; Kumar & Kumar, 2014; Stanley, 2011; Daniel, 2015). Yet, 
most studies of the relationship between workplace spirituality and work stress have occurred 
with business sector populations. Hence, there is a gap in the literature that needs to address 
workplace spirituality and work stress in higher education settings. Kumar and Kumar (2014) 
measured occupational stress, workplace spirituality and health of 150 middle managers of 
public and private sector banks and determined that workplace spirituality moderates the 
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negative impact of occupational stress. Daniel (2015) examined the relationship between the 
three dimensions of workplace spirituality -inner life, meaningful work, sense of community- 
and concluded that employees from multiple industries who deem their work meaningful actually 
experience less stress. Duchon and Plowman (2005) examined healthcare workers and 
determined a positive relationship between workplace spirituality and performance. These 
positive results in business settings suggest that workplace spirituality can ameliorate work stress 
and give greater credence to the examination workplace spirituality in the context of higher 
education.  
It has become common knowledge that employees are the most important resource in any 
organization (Fachrunnisa & Adhiatma, 2014) and this is especially relevant in regards to higher 
education administrators. Because higher education administrators are the critical human capital 
who implement and oversee the operations of higher education institutions, considering 
approaches to manage their work stress and well-being is important. However, most studies 
examining work stress in higher education have heavily focused on faculty and academic staff 
and have not included spirituality as a study variable. Moreover, studies on spirituality in higher 
education have largely been exploratory and unrelated to the problem of stress in the academy. 
For example, Bradley and Kauanui (2003) used a survey to assess professors’ spirituality across 
three college campuses in southern California. The researchers included 112 full-time professors 
from a private secular campus, a private Christian campus and a state university. The study 
determined a significant relationship between the spiritual culture of a campus and the 
spirituality of its professors. The researchers asserted that “the spirituality of the professors is a 
reflection of the spiritual culture found on the campus” (Bradley & Kauanui, 2003, p. 462). This 
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suggests that campus culture can play a role in fostering spirituality. In another study, 
Khasawneh (2011) developed and utilized the Higher Education Workplace Spirituality 
Questionnaire (HEWSQ). Based on results from over 500 faculty, the study concluded that 
“faculty members [were] encouraged not only to bring their soul to work, but also have freedom 
to practice it” (2011, p. 695). Again, this suggests that the spiritual culture of an institution 
impacts faculty’s willingness and freedom to express spirituality at work. Finally, Bell, 
Rajendran and Theiler (2012) examined workplace spirituality and stress in higher education 
among academic staff. To the best knowledge of the researcher, this is the only study that 
connects work stress and work spirituality in higher education. However, the sample is 
comprised primarily of faculty with a few higher education administrators. Using a quantitative 
methodology, Bell, Rajendran and Theiler (2012) found only a moderate correlation between 
spirituality at work, well-being and job stress. The researchers suggested that the use of a 
quantitative methodology may have limited the depth of the results (2012). To the degree that 
spirituality is defined as an inner search for meaning in the workplace, it is personal and 
subjective in nature. The addition of qualitative analysis may have supported a more 
comprehensive account and understanding of the data.  These few studies that enumerate the 
problem of work stress in higher education must begin to include workplace spirituality as a 
variable in the research. Additional studies of work stress and workplace spirituality are needed, 
particularly studies that employ a mixed-method approach and focus on higher education 
administrators. This is an important research gap.  
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Significance and Purpose 
It is critical to conduct research that may support higher education administrators, faculty 
and professional staff, in managing their work stress. Gaining knowledge about how higher 
education administrators manage work stress is significant to supporting and caring for this 
population. Recognition of workplace spirituality as a factor in coping with stress can offer 
critical insight to organizations seeking to support and develop their human capital. Few studies 
have examined the role of workplace spirituality on stress levels of higher education 
administrators. This study addresses this gap. The primary purpose of this study is to understand 
how workplace spirituality impacts work stress of higher education administrators. The 
experiences of higher education administrators at a mid-sized, urban, private university in the 
Northeast US will inform this study. Empirical data on the role of workplace spirituality in the 
work lives of higher education administrators will afford institutional leaders the ability to make 
data-driven decisions about financing workplace spirituality programs. Outcomes of this study 
may guide universities to promote and cultivate the practice of spirituality in the workplace. In 
addition, study findings about particular sources of stress and types of workplace spirituality can 
provide important information to human resource managers who manage employee well-being 
and stress reduction programs. Colleges and universities that understand the impact of 
spirituality on work stress can leverage this understanding by helping their organizations to 
manage and monitor useful programs designed to support and care for employees.  
Research Questions  
What is the association between engagement in workplace spirituality and work stress for 
higher education administrators? 
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How do higher education administrators describe the role of workplace spirituality in relation 
to the experience of occupational stress?   
Theoretical Framework 
The Transactional Model of Stress and Coping (Lazarus & Folkman, 1984) provides the 
overarching framework for this study. Lazarus and Folkman defined stress as a process that 
occurs when individuals perceive that they cannot adequately cope with the demands being made 
on them or with threats to their well-being (1984).  The Transactional Model of Stress and 
Coping encompasses several concepts including primary appraisal, secondary appraisal, person 
factors, coping efforts and coping outcomes.  According to Lazarus and Folkman (1984), an 
individual’s ability to cope with stress is influenced by the individual’s appraisal of available 
resources. The Transactional Model of Stress and Coping helps to examine several coping 
pathways.  
Gall, Charbonneau, Clarke, and Grant (2005) extended The Transactional Model of 
Stress and Coping (Lazarus and Folkman, 1984) theory to conceptualize spirituality as a form of 
coping. The extended model is referred to as the Spiritual Framework of Coping (2005). 
Gall et al. (2005) contended that spirituality can be used to cope with stressors on every level 
present in the Lazarus and Folkman’s transactional model including appraisal, person factors, 
spiritual connections & spiritual coping, and meaning-making and outcomes. A full explanation 
of these concepts and this framework is provided in the literature review in Chapter 2.  
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Researcher Stance and Experiential Base 
In this study, the researcher intends to examine the influence of workplace spirituality on 
occupational stress. Admittedly, the researcher has personal experience with work stress and 
spirituality in the workplace as a higher education administrator. The researcher has found that 
allowing spiritual values to guide decision-making is helpful in managing conflicts and reducing 
stress. The researcher seeks a viable solution to decrease the stress problem in higher education 
administrators. Due to the researcher’s belief that spirituality in the workplace helps minimize 
stress in the workplace, managing bias is an important study consideration.  
The researcher holds a philosophical worldview that includes subjective and objective 
approaches. As a result, this study of workplace spirituality will incorporate qualitative and 
quantitative research, thereby employing a mixed-methods design. Some researchers have argued 
that it is not possible to marry a quantitative and qualitative paradigm (Guba & Lincoln, 2005; 
Morgan, 2015). Yet, even in light of the early development of mixed method designs (Leech & 
Onwuegbuzie, 2007), this study offers pragmatism as a reason for combining qualitative and 
quantitative methods for data collection. Pragmatists utilize both research methods because it 
allows for triangulation of data (Merriam, 2009) and a more robust, and in-depth understanding 
of the data. Moreover, pragmatism addresses fundamental issues in quantitative and qualitative 
paradigms (Morgan, 2007). Quantitative and qualitative approaches separate the researcher’s 
meaning-making process into exclusive categories - inductive versus deductive reasoning and 
subjective versus objective interpretations (2007). Unilateral perspectives do not accurately 
represent the dynamic process (2007). The pragmatic approach recognizes that “any practicing 
researcher has to work back and forth between” these frames of reference (Morgan, 2007, p.71). 
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A pragmatic approach allows for both inductive and deductive reasoning and flow between 
subjective and objective views. Furthermore, pragmatism offers an opportunity to define a 
realistic, well-integrated methodology.  
  The quantitative portion of the study is intended to produce results that may be 
generalized from the sample to a greater population (Creswell, 2009).  Utilizing survey research, 
the empirical assessment in this study seeks to determine if there is a statistically significant 
association between engagement in workplace spirituality and stress at work for higher education 
administrators.  
The qualitative portion of the study consists of in-depth semi-structured interviews with 
participants to gain an understanding of how workplace spirituality affects work stress.  
Interviews are a strategy that helps to reveal the essence of human experiences (Creswell, 2009). 
In this study, the researcher seeks to understand the experience of work stress in relation to 
workplace spirituality through the eyes of each participant. The researcher will ask semi-
structured questions and inductively develop meaning from the responses (Bloomberg & Volpe, 
2008).  
Research Streams 
This research project is shaped by the following two streams: 
1) Occupational Stress 
2)  Workplace Spirituality  
The theoretical framework for this study is woven into each of the two streams. In stream one, 
occupational stress, a detailed account of Transactional Theory of Stress and Coping is 
provided as a foundation for understanding how individuals experience and manage stress in 
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the workplace. Within stream two, workplace spirituality, an explanation of the Spiritual 
Framework of Coping offers a model for considering how spirituality influences stress and 
coping.  
Definition of Terms 
Coping:  Process of managing stressors and demands through problem-focused, emotion-
focused and/or meaning-focused strategies (Folkman, 1997). Coping refers to the 
person's cognitive and behavioral efforts to manage (reduce, minimize, master, or 
tolerate) the internal and external demands of the person-environment transaction that is 
appraised as taxing or exceeding the person's resources (Folkman et al., 1986). 
Higher Education Administrators: Professional staff in a college or university with 
significant responsibilities for the institution.  
Job Stressor: environmental condition or event in the workplace that causes strain 
(Beehr & Franz, 1987). 
Occupational stress (work stress): The perception of a discrepancy between 
environmental demands (stressors) and individual capacities to fulfill these demands 
(Topper, 2007). 
Spiritual Expressions at Work (SEW): refers to the impact or influence or personal 
spirituality on workplace thoughts, behaviors and interactions; the active voice of 
workplace spirituality; active practice or demonstration of spiritual behavior such as 
yoga, meditation, nature walks (Tombaugh et al., 2011).   
Strain: Physical, behavioral or psychological indicator of poor health or well-being 
(Beehr & Franz, 1987). 
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Workplace Spirituality: Workplace spirituality is a framework of organizational values 
evidenced in the culture that promotes employees’ experience of transcendence through 
the work process, facilitating their sense of being connected to others in a way that 
provided feelings of completeness and joy (Giacalone &  Jurkiewicz, 2003 as cited in 
Giacalone & Jurkiewicz, 2004). 
Workplace Spirituality (complimentary definition): An experience of 
interconnectedness, shared by all those involved in a work process, initially triggered by 
the awareness that each is individually driven by an inner power, which raises and 
maintains his or her sense of honesty, creativeness, proactivity, kindness, dependability, 
confidence, and courage; consequently leading to the collective creation of an 
aesthetically motivational environment characterized by a sense of purpose, high ethical 
standards, acceptance, peace, trust, respect, understanding, appreciation, care, 
involvement, helpfulness, encouragement, achievement, and perspective, thus 
establishing an atmosphere of enhanced team performance and overall harmony, and 
ultimately guiding the organization to become a leader in its industry and community, 
through its exudation of fairness, cooperativeness, vision, responsibility, charity, 
creativity, high productivity, and accomplishment (Marques et al., 2005, p. 87). 
Assumptions and Limitations 
There are assumptions that guide the design of this study. These assumptions are noted in 
this section followed by a discussion of study limitations.  
First, one major assumption of this study is that workplace spirituality is not a fad, but 
rather an enduring construct in the workplace. Without this assumption, there is limited reason to 
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spend time examining the role of this phenomenon in helping higher education administrators to 
cope with job stress. This study assumes that workplace spirituality is connected to the current 
and future development of the workplace.  
Second, the researcher assumes that universities have the capacity to facilitate workplace 
spirituality programs for employees. Resources must exist to facilitate the process of workplace 
spirituality.  Third, this study assumes that higher administrators participate in workplace 
spirituality programs. It is assumed that the selected site has enabled and facilitated workplace 
spirituality among university administrators to the degree where the phenomenon can be aptly 
observed and examined. Fourth, the researcher assumes that study participants will be open and 
honest in their responses. Lastly, the researcher assumes that workplace spirituality is more 
helpful than harmful. Careful consideration of disparate views is important in order to safeguard 
and address negative experiences. Like any other program, it will have its naysayers and this will 
require fair management.  
This study, like all research studies, had limitations. One of the limitations of this study 
included the degree to which the researcher is able to manage bias.  Yet, the researcher took 
active steps to understand and manage the existing personal mental models related to this topic 
Second, this study utilized a mixed method convergent design. As such, the participants from the 
quantitative portion of the study were different from the participants in the qualitative portion.  
Participants’ position titles reflect differences in the two sample populations. It is important to 
consider that these job differences may affect the level of work stress or work pressure that the 
employee experiences. This limitation is addressed in detail in Chapter 4. Third, this research 
provided a single snapshot of current practices and beliefs in a particular period. Cross-sectional 
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studies collect data “at one point in time” (Creswell 2012, p. 377) and cannot be used to infer 
cause-and-effect relationships. For instance, the study cannot account for participants who 
already have low stress levels before incorporating workplace spirituality. Yet, an advantage of 
the cross-sectional design is its ability to examine current beliefs and practices and this 
outweighs the limitation.  
Summary 
The purpose of this mixed methods study is to explore workplace spirituality as a coping 
mechanism for reducing occupational stress among higher education administrators. 
Understanding the impact of workplace spirituality in a university setting may support the 
decisions of higher education leaders and human resource managers who seek to address work 
stress, employee well-being and the overall sustenance of the institution.  The results of this 
study support the proliferation of workplace spirituality programs within, across and beyond 
university settings.   
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Chapter 2 
Literature Review 
This study seeks to understand workplace spirituality as a coping mechanism for reducing 
work stress in higher education administrators. This chapter presents the streams of research that 
inform the study. The first stream delves into the history of stress, discusses work stress in higher 
education administrators and presents Lazarus and Folkman’s (1984) Transactional Theory of 
Stress as one of the theoretical foundations of this study. The second research stream presents 
dimensions of individual and organizational workplace spirituality and examines the few studies 
that have focused on the influence of workplace spirituality on work stress in higher education. 
The final section incorporates Gall et al.’s (2005) spiritual framework of coping as a part of the 
theoretical framework for this study.  
Stream 1: Conceptualizing Stress  
Stress has multiple definitions. The concept of stress has been influenced by many fields 
including medicine, clinical psychology, engineering psychology and organizational psychology 
(Beehr and Franz, 1987). Table 1 delineates four diverse approaches to stress. Each of the 
approaches describes a typical stressor, the outcome associated with each approach as well as the 
target for treatment. 
Approach Typical 
Stressor 
Typical Outcome Typical Target of 
Treatment 
Medical Physical Physical Strain Individual 
 
Clinical Psychology 
 
Psychological 
 
Psychological Strain 
 
Individual 
 
Engineering Psychology  
 
Physical 
 
Job Performance 
 
Organization 
Organizational 
Psychology 
 
Psychological 
 
Psychological Strain 
 
Organization 
(Table 1. Beehr & Franz, 1987, p. 8) 
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Only two of these approaches (organizational and engineering psychology) were developed to 
address stress in the workplace. The organizational psychology approach pioneered by the work 
of Kahn et al. (1964) examines psychological stressors (.e.g., verbal abuse) that influence 
psychological strains (e.g., nervousness). This approach was developed with the workplace in 
mind and targets the organization for treatment. Targeting the organization implies that the 
organization will seek the solution through redesigning the job, incorporating a stress reduction 
program or some other measure. The engineering psychology approach was also designed for the 
workplace. It focuses on the physical characteristics of the workplace and looks to the 
organization to address and improve them. A major distinction between the two approaches is in 
their expected outcome of stress. The outcome of stress in the organizational psychology model 
is strain, but in the engineering psychology approach, the outcome of stress is job performance. 
Therefore, in selecting a psychological approach to examine work stress, it is important to 
consider the intended outcome. An integrated approach should also be considered.  
Although stress has been conceptualized and approached from multiple vantage points, it 
has typically been catalogued in one of three ways: stimulus-based, response-based or stressor-
strain interaction (Beehr & Franz, 1987). From the stimulus-based perspective, the environment 
is seen as infringing on the individual (1987). In other words, to some degree the workplace 
environment is creating the stress for the individual. The response-based perspective emphasizes 
the individual’s psychological or physiological reaction to the environment (1987). Finally, the 
stressor-strain interaction is a combination of stimulus and response-based perspectives and 
serves as a more complete way of understanding stress. It takes into account stress as a process 
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that is stimulated by the environment to create an individual response. This study utilizes the 
stressor-strain viewpoint in recognition of job stress as a dynamic and subjective process.  
Stress in higher education administrators. Higher education administrators have faced 
significant challenges associated with work stress. Blix and Lee (1991) conducted a quantitative 
study of perceived stress in university administrators with 575 deans, associate deans and 
chairpersons employed with the California State University system. The study utilized a 
questionnaire to measure perceived job demand and stress symptoms. Working long hours 
surfaced as a common stressor (Blix & Lee, 1991). In fact, the demand on administrators’ time 
was associated with high levels of perceived stress (1991). This study also found that perceived 
stress lowers an individual’s perceived ability to cope (1991). This suggests that the negative 
effects of stress can be cognitively debilitating for the individual. Blix and Lee (1991) found that 
social support was positively correlated with perceived ability to cope with work stress.  
In examining the roles and responsibilities of academic deans, Wild et al. (2003) utilized 
the Dean’s Stress Inventory, a combination of the Administrative Stress Index (ASI) (Gmelch & 
Swent, 1984), the Faculty Stress Index (FSI) (Gmelch et al., 1984) and the Department Chair 
Stress Index (DCSI) (Gmelch & Burns, 1991). Data from 324 deans with membership in the 
American Association of Community Colleges identified that the top three sources of stress 
came from role strain, managing human interactions and intrinsic job demands (Wild et al, 
2003). Role strain is considered the physical or mental manifestation of tension and ambiguity 
with supervisors. Having previously functioned as faculty members contributes to deans’ 
experience of work stress in managing faculty conflicts and requests (2003). Finally, the intrinsic 
demands of a multi-faceted job are work overload, meeting attendance, interrupting phone calls 
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and office hours and drop-in appointments (2003). This study added to the body of literature on 
the sources of stress for higher education administrators.  
Katsapis (2012) utilized the Work Stress Inventory Revised (OSI-R) to determine the 
major causes of stress in university research administrators (URA).  The OSI-R instrument is 
based on McLean’s six types of work stress: role overload, role insufficiency, role ambiguity, 
role boundary, responsibility and physical environment. With a convenience sample of 456 
members of the National Council of University Research Administrators and self-identified 
university research administrators (URA), Katsapis determined that role ambiguity and role 
overload were the prevalent sources of high stress amongst URAs. Role ambiguity refers to an 
employee’s lack of clarity about work performance and the evaluation criteria used by 
supervisors (2012). Role overload refers to an ever-increasing workload that is not supported 
with adequate human resources. Katsapis concluded that university research administrators are 
experiencing significant work stress and intervention is needed.  
Work stress can affect stress in other domains of employee’s lives.  A study conducted by 
Elliott (2003) examined determinants of work and family role strain (e.g. physical, mental effects 
of stress) among 1200 academic faculty, administrators (e.g., deans, assistant director of 
financial aid) and general staff using a survey. In this study, role strain is considered a result of 
stress. The purpose of the study was to inform the university’s human resource efforts to reduce 
stress. For data analysis purposes, this sample was divided into equal sub-sample sizes (200 
female general staff, 200 female administrators and 200 female faculty along with 200 male 
general staff, 200 male administrators and 200 male faculty) to “facilitate inter-group 
comparisons” and explore the effects of family and work characteristics by work category and 
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gender (Elliott, 2003 p. 164). Hence, 400 higher education administrators were participants in 
this study which identified two specific work characteristics as being significantly related to both 
work and family strain. According to the study, these two job characteristics referred to as 
satisfaction with work resources and feelings of unfair criticism, created a “spillover of stress 
from work” (2003 p. 176) over into family life (see Spillover theory). While spillover may be 
positive for the employee who feels satisfied with work resources and perceives fair criticism at 
work, the perception of unfair criticism and dissatisfaction with work resources not only 
produces work strain, but also leads to family strain. This is important information for higher 
education institutions seeking to holistically care for and support employees. Understanding that 
work strain can produce additional strain, in this case family strain is critical to influencing 
university policies that are designed to impact the well-being of university employees. 
Interestingly, results showed that family obligations, like caring for children and elderly 
dependents, were associated with greater work and family strain among women and men. Yet, 
when scores from multiple work and family obligations were amalgamated, women faculty, 
administrators and staff reported more work and family strain than their male counterparts. This 
is also important information for institutions to understand in designing and offering work and 
family related stress reduction programs.  
Mark and Smith (2012) conducted a study on work stress in university employees 
ranging from administrators and managers to professors and lecturers. The study examined 
multiple variables including anxiety, depression, stress-related illness, job demands and coping 
by comparing 307 university employees with 120 employees from the general population. Work 
stress was found to be a serious problem for university employees. In fact, the study found 
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significantly higher levels of anxiety, job demands and reports of stress-related illness in 
university employees (2012). Using the Hospital Anxiety and Depression Scale (Zigmond & 
Snaith, 1983), 32% of the university employees in this assessment were categorized with clinical 
anxiety, 8% with clinical depression and 40% of university employees claimed stress-related 
illness. Coping was measured using the Ways of Coping checklist (Folkman & Lazarus, 1980). 
Positive coping styles like problem-focused coping and social support were found to have 
negative correlations with anxiety and depression while negative coping styles (e.g., avoidance, 
self-blame) reflected the opposite (Mark & Smith, 2012). This recent study supports the growing 
body of literature that shows that university employees are at high-risk for high levels of work 
stress. This study and others have also suggested that specific positive coping styles are more 
effective than others in reducing or relieving stress.  
 Stress management. The consequences of work stress can be drastic for both the 
individual and the organization including poor health issues and work performance problems 
(Beheshtifar & Nazarian, 2013). Therefore, managing stress is important. Addressing the 
harmful effects of work stress reinforces individual and organizational health and sustainability. 
Researchers delineate efforts to combat work stress as primary, secondary and tertiary 
interventions (Ongori & Agolla, 2008). A primary intervention works to eliminate the job-related 
stressor (Mostert et al., 2008) or redesign the job to reduce the stress (Ongori & Agolla, 2008). 
Redesigned jobs can help align the job fit between the employee and environment. However, 
redesigning jobs to eradicate work stressors is not always possible. Secondary interventions 
“focus on stress management training to alleviate the impact that environmental stressors exert 
on workers, rather than making changes to work conditions” (Mostert et al., 2008, p. 123). 
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Secondary interventions might also come in the form of social support. According to Gillespie et 
al. (2001) more than half of the participants in a study on work stress in universities reported that 
“practicing stress management techniques…taking regular breaks from the work station, 
regularly exercising and seeking alternative therapies for stress relief (e.g., yoga, massage)” was 
helpful in managing the symptoms and consequences of job stress (p. 67). Moreover, some of the 
participants “reported learning these techniques through stress management workshops 
conducted at their university” (p. 67). This suggests that an organization’s active provision of 
stress management techniques in the workplace can positively reduce stress-related problems. In 
addition to primary and secondary interventions, tertiary interventions also support stress 
management. Tertiary interventions include professional counseling and health care for physical 
and psychological stress-related problems. These and other interventions are critical in helping to 
manage stress. 
Theories of Stress and Coping 
In order to consider the management and reduction of work stress, it is important to 
examine work stress models. Work stress models have been characterized as structural or 
transactional models (Cox & Griffiths, 1995). For example, Karasek’s (1979) Demand-Control 
model is considered a structural model because it focuses on the characteristics of the stress 
process to explain which stressors are likely to lead to particular outcomes in particular 
populations (Mark & Smith, 2008). Structural models do not take into account individual 
variance in response to stressors.  On the other hand, transactional models of stress focus more 
on individual cognition and the dynamics between the individual and the environment (Cox et 
al., 2000). Beheshtifar and Nazarian assert that “work stress is…predominantly subjective in 
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nature, and involves the employee’s active interpretation…of objective circumstances” (2013, p. 
648). Individual appraisal and coping methods determine how a stressor is experienced because 
the process of stress is subjective. What one individual considers stressful may not be stressful to 
another individual (Beheshtifar & Nazarian, 2013). Transactional models emphasize the role of 
personal perceptions of the environment and acknowledge individual differences in stress 
appraisal and coping (Mark & Smith, 2008).  
The Transactional Model of Stress and Coping (1984) introduced by Lazarus and 
Folkman provides a theoretical framework for this study. The two key concepts in this model are 
appraisal and coping (Cox et al., 2000). This model focuses on the individual’s appraisal of the 
situation or event. A negative or positive appraisal of the situation initiates the coping process. A 
positive appraisal is expected to lead to productive problem-solving also referred to as problem-
focused coping. Meanwhile, a negative appraisal generated from a threat or harm is expected to 
lead to emotion-based coping. Folkman et al. (1986) utilized this model to investigate 
personality, primary appraisal, secondary appraisal and coping in a sample of 150 adults, and 
support was found for aspects of the model in the prediction of psychological symptoms of 
stress. Additionally, Dewe (1991) used the model and confirmed that primary and secondary 
appraisal factors, and coping, contributed to the likelihood of emotional discomfort in the 
workplace. This theory suggested that emotion-based coping was triggered by a negative 
appraisal and used to help regulate distress.  
Folkman’s revised model of stress and coping (Folkman, 1997 as cited in Folkman, 2008) 
examined the emotion-focused coping process on a deeper level (Figure 1). In the initial model, 
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failure to resolve a negative situation would create a cycle of continuous appraisal and emotion-
focused coping.  
 
Figure 1. Revised stress and coping model (adapted from Folkman, 1997). 
 
In the revised model of stress and coping, when problem-focused coping and emotion-
focused coping fail to resolve the stressful situation, meaning-focused coping is initiated 
(Folkman, 2008). Figure 1 shows a robust process that occurs when problem-based and emotion-
based coping do not resolve the stressful situation. In the proposed study, the researcher will also 
look for evidence of emotion-focused and meaning-focused coping that is triggered for a positive 
appraisal as there may be instances when employees are not willing or able to use problem-
focused coping strategies even in light of a positive appraisal.  
 Meaning-focused coping also referred to as meaning-making is a process in which 
individuals use their beliefs to derive meaning from a situation and view it in a larger context. 
Both qualitative and quantitative research have been conducted to understand various types of 
meaning-making and five major categories have emerged: benefit finding, benefit reminding, 
adaptive goal processes, reordering priorities, and infusing ordinary events with positive 
meaning (Folkman & Lazarus, 1988; Folkman & Moskowitz, 2007). Each of these types of 
meaning-making are considered approaches that assign meaning to negative, stressful situations 
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that cannot be improved (Folkman, 2008). In a situation where an individual experiences 
psychological stress because of an injury that cannot be cured or treated, he or she might resolve 
that although I am not agile, I am more available to my family and that is valuable. In this way, 
meaning-making coping strategies show how positive attributions can play a significant role in 
the stress process.  
 Of the five approaches, benefit finding is the most prevalent type of meaning-focused 
coping. Benefit finding is typically assessed in terms of “growth in wisdom…greater clarity 
about what matters…strengthened faith or spirituality…and improved quality of social 
relationships” (Folkman, 2008, p.8). Moreover, positive beliefs support the coping process 
(Aspinwall & MacNamara, 2005). Benefit finding is considered the positive effect resulting from 
a stressful situation (Helgeson et al., 2006). 
 Although benefit finding is the most common meaning-making coping strategy, benefit 
reminding has similar characteristics. If fact, sometimes benefit reminding is consolidated into 
the benefit finding category by some researchers (Folkman, 2008). Benefit reminding is the act 
of reminding one’s self of the benefits associated with the stressful situation. The other meaning 
focused coping strategies such as adaptive goal processes, reordering priorities and infusing 
ordinary events with positive meaning, are less common. Adaptive goal processes and reordering 
priorities involve change and can be difficult (Folkman, 2008). In these instances, meaning-
making can involve altering the appraised meaning of the stressor in order to adapt one’s views 
and revising goals to improve the fit between the appraised meaning of the stressor and the 
greater meaning (Wrosch et al., 2010). However, this can be stressful process and may do more 
harm than good to the individual’s well-being. Finally, infusing ordinary events with positive 
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meaning is a meaning-making coping strategy that attributes an exaggerated positive meaning to 
everyday events in order to induce a positive experience. People’s basic desire to feel good has 
been cited as a justification for this coping method (Tugade & Frederickson, 2007). Meaning-
making coping strategies significantly broaden the scope of the stress and coping model because 
they are integrally tied to individual beliefs, values and goals.  
The multifaceted and complex nature of stress is a process that is not easily constrained 
to a perfect conceptual model. Yet, the transactional model of stress and coping does provide a 
considerably comprehensive framework for understanding how individuals interpret and attempt 
to manage stress. The revised model of stress and coping (Folkman, 1997 as cited in Folkman, 
2008) significantly informs the theoretical framework of this study as it shows how personal 
beliefs and values influence appraisal and coping in stressful situations.  
Summary 
Stress is a complex process that varies from person to person. Work stress, in particular, 
is a significant problem. Researchers have identified role ambiguity and role overload as specific 
job stressors that affect higher education administrators (Blix & Lee, 1991; Elliott, 2003; Wild et 
al., 2003; Katsapis, 2012. In addition, researchers have identified serious health issues and work 
performance problems as negative outcomes of work stress (Beheshtifar & Nazarian, 2013; Mark 
& Smith, 2012). Higher education institutions must develop innovative interventions that address 
the myriad of individual differences in the stress process. Stress is a complex and multifaceted 
issue and its remedy is likely to be complex and multifaceted as well.  
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Stream 2: Workplace Spirituality 
There is increasing evidence that a major transformation is occurring in many 
organizations. There is a resurgence of interest in spirituality. Organizations that have long been 
viewed as rational systems are considering making room for the spiritual dimension - a 
dimension that has to do with meaning, purpose, and a sense of community at work (Ashmos & 
Duchon, 2000). Over the past 20 years, researchers have made significant efforts to define, 
measure and understand how this phenomenon called workplace spirituality affects employees 
and organizations. Analysis of several scholarly contributions to the literature on workplace 
spirituality exposed the difficulty surrounding the conceptualization of workplace spirituality, as 
well as the organizational conditions that foster workplace spirituality. This second research 
stream presents dimensions of individual and organizational workplace spirituality and examines 
the few studies that have focused on the influence of workplace spirituality on work stress in 
higher education. 
Defining spirituality. Before examining workplace spirituality, a review of the term spirituality 
is necessary. Spirituality is an elusive term. What's more, the personal nature of ‘spirit’ has 
infringed on researchers’ ability to universally define the term. Furthermore, the constant 
association of religion with spirituality also complicates the term. Religion incorporates a 
defined set of beliefs and rituals that assume the existence of one or more supernatural deities. 
On the other hand, spirituality avoids a formal belief system and the ritualistic undertones of 
religion (Krishnakumar & Neck, 2002). Although there is no universally accepted definition of 
spirituality, in Mitroff and Denton’s (1999) seminal study of workplace spirituality, over 50 
senior human resource executives offered a definition of spirituality. The composite definition 
27 
  
reflected key elements of spirituality as informal, inclusive, source of meaning and purpose, 
interconnectedness, inner peace, source of will power (1999). In this paper, spirituality is 
conceived in this manner - spirituality is for anyone and everyone, irrespective of religion 
(Krishnakumar & Neck, 2002).  
Dimensions of workplace spirituality. In light of the personal nature of spirituality, it is 
unlikely and perhaps unnecessary for researchers to posit a universally accepted definition of 
workplace spirituality. However, Ashmos and Duchon’s (2000) early characterization of the 
individual construct of workplace spirituality as “the recognition that employees have an inner 
life that nourishes and is nourished by meaningful work that takes place in the context of 
community” (2000, p. 137) has persisted throughout the literature. Ashmos and Duchon (2000) 
were the first researchers to measure spirituality in the context of work. The dimensions of 
workplace spirituality that surfaced from their extensive literature review were examined in a 
quantitative study with 696 well-educated hospital employees. The survey instrument utilized a 
7-point Likert scale and measured attitudes toward workplace spirituality, aspects of individual 
experience and characteristics of the workplace. This seminal study confirmed inner life, 
meaningful work and sense of community as factors associated with individual workplace 
spirituality (Ashmos & Duchon, 2000). Moreover, the instrument paved the way for future 
empirical studies in this field.  
The dimensions of individual workplace spirituality have been summarized by 
researchers. As described by Vaill (1998), the dimension of inner life is a reflection of the 
spiritual condition of the individual and place where the soul exists. Karakas (2010) 
characterized inner life as a perspective of employee well-being that incorporates spirituality at 
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work in order to increase morale, commitment, productivity and reduce stress, burnout and 
workaholism. Karakas (2010) referred to the dimension of meaningful work as a philosophical 
and existentialist perspective. Employees want to find a deeper purpose to their work that is 
beyond the traditional economic reward (Ashmos & Duchon, 2000; Mitroff & Denton, 1999).  
This perspective assumes that workplaces value materialism and is unconcerned with the needs 
and well-being of individual employees. Karakas suggested that “incorporating spirituality at 
work provides employees and managers a deeper sense of purpose and meaning at work” (2010, 
p. 95). Meaningful work relates to an individual’s need to contribute to something valuable. 
Meaningful work is central to an employee’s well-being. Finally, a sense of connection and 
community is viewed as a component of workplace spirituality that provides social support and 
fellowship among co-workers.  
Organizational conditions of workplace spirituality. Workplace spirituality is not only an 
individual construct, but also an organizational construct. As a result, it can be nurtured from 
multiple approaches. Organizations that partner or enable employees to engage in spirituality in 
the workplace foster the inner life, meaningful work and a sense of community. Spiritually-based 
organizations promote personal spiritual development and well-being (Ashmos & Duchon, 2000; 
Mitroff & Denton, 1999; Kinjerski & Skrypnek, 2008). These organizations are often guided by 
mission statements and leaders that value social responsibility. A spiritually-based organization 
can enable, partner with or direct employees to create workplace spirituality (Ashford & Pratt, 
2003). Directing organizations attempt to create an experience that focuses on the organization’s 
gain. This approach has been heavily criticized and described as a tool for leaders and managers 
to impart undue control and power over employees by directing employees to embody specific 
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principles (Long & Jean, 2010). On the other hand, enabling organizations provide resources like 
journaling, spiritual retreats, and yoga to facilitate a freedom of spiritual expression at work. 
These resources promote spirit at work through personal discovery. Finally, partnering 
organizations afford employees the opportunity to spirituality co-evolve by collaboratively 
developing programs and activities (Ashford & Pratt, 2003).  
Kinjerski and Skrypnek (2006) conducted an exploratory qualitative study to determine 
what organizational factors fostered spirit at work.  Spirit at work, although closely related to 
workplace spirituality, has its own definition: 
Spirit at work is a distinct state that is characterized by cognitive, interpersonal, spiritual, 
and mystical dimensions. Spirit at work involves: engaging work characterized by a 
profound feeling of well-being, a belief that one is engaged in meaningful work that has a 
higher purpose, an awareness of alignment between one's values and beliefs and one's 
work, and a sense of being authentic; a spiritual connection characterized by a sense of 
connection to something larger than self; a sense of community characterized by a feeling 
of connectedness to others and common purpose; and a mystical experience characterized 
by a positive state of energy or vitality, a sense of perfection, transcendence, and 
experiences of joy and bliss (Kinjerski & Skrypnek, 2004, p. 37).   
This definition was the result of data from 14 professionals who not only experienced spirit at 
work, but were also researchers and/or promoters of spirit at work (Kinjerski & Skrypnek, 2004). 
Spirit at work clearly includes a mystical, peak like experience and the sense of connection to 
something greater. These aspects are not present in the conception of workplace spirituality 
presented by Ashmos and Duchon (2000). Yet, spirit at work does share several commonalities 
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with workplace spirituality including the themes of meaningful work, sense of community and 
inner spiritual life. In the study of organizational factors that contribute to individual workplace 
spirituality, Kinjerski and Skrypnek (2006) found that inspiring leadership and mentorship was 
the most significant organizational factor in influencing individual workplace spirituality. 
According to participants, inspiring leaders “created a caring culture, practiced enabling 
leadership and modelled behaviors that were consistent with the organization’s philosophy” 
(2006, p. 285). The study participants were all full-time employees within various occupations 
ranging from dentist to parking attendant, professor and hair stylist (2006). The study also 
identified other organizational factors that influence individual workplace spirituality including 
strong organizational foundation, organizational integrity, sense of community among members 
and opportunities for personal fulfilment. This infusion of spirituality at work is seen as a 
pathway for addressing employee needs and well-being. In addition, Robertson and Cooper 
(2011) stated that work activities that are rewarding include good relationships, provide a sense 
of accomplishment, and engender good psychological well-being.  
Workplace spirituality and work stress. There are very few studies that examine the 
role of workplace spirituality in the context of work stress. Cunningham (2014) emphatically 
notes that the limited number of studies that have considered spirituality in examinations of work 
stress constitutes a major oversight. Researchers tend to ignore the variable of spirituality when, 
in fact, spirituality is a critical variable that should be considered in work stress research 
(Cunningham, 2014).  
Recent empirical studies have revealed workplace spirituality as a mechanism for 
managing work stress (Daniel, 2015). Daniel conducted a cross-cultural study that was carried 
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out in the US and in Mexico with 304 participants. He (2015) hypothesized that the three 
dimensions of workplace spirituality would have a negative association with work stress. The 
convenience sample from the US (n=139) consisted of part-time business major students from 
two universities in Texas as well as part-time and full-time workers from other industries 
including banking and retail. The sample from Mexico included 165 managers and supervisors 
from multiple industries including manufacturing, oil and textile. Using the instrument from 
Ashmos and Duchon (2000) to measure workplace spirituality and a four-item work stress 
questionnaire from Motowidlo et al. (1986), the study concluded that meaningful work was 
associated with the experience of less stress for both samples (Daniel, 2015). However, inner life 
and sense of community were not found to be related to lower levels of work stress 
(2015),bearing in mind, inner life may not exist in workplaces that do not afford employees 
opportunities to nourish their inner life. Thus, the influence of inner life on work stress is limited 
to its enablement in the workplace. Likewise, a sense of community may or may not exist among 
employees in a workplace. The unobservable influence of community in the workplace on work 
stress may be due to a lack of community. Daniel’s (2015) study underscored the importance of 
meaningful work and its tendency to help reduce stress. Yet, this study had limitations. First, it 
included several part-time employees. Since longer hours at work are a significant contributor to 
job stress, part-time employees may not experience the same level of job stress as full-time 
employees. A second limitation of this study was the sole use of quantitative research methods. 
The complexity of stress and spirituality merit a more robust examination that includes 
quantitative and qualitative research methods (Cunningham, 2014). In fact, a qualitative 
approach may have helped to explain why the hypothesis was proven false for two of the three 
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dimensions of workplace spirituality. Although this study was conducted with a population 
outside of higher education administrators and does reflect certain limitations, several of the 
study parameters offer a relevant understanding of how workplace spirituality influences work 
stress. 
Bell, Rajendran and Theiler (2012) also conducted a quantitative study of workplace 
spirituality and work stress. However, this study was comprised of a sample of 139 higher 
education staff, mostly faculty and a few department heads. These researchers applied Gall et 
al.’s (2005) spiritual framework for coping to the work setting in order to determine if workplace 
spirituality moderated the impact of work stress. It is important to note that the spiritual 
framework for coping is an extension of the revised Transactional Model of Stress and Coping 
(Folkman, 2008). Questionnaire items to measure workplace spirituality were taken from reliable 
instruments including Ashmos and Duchon’s (2000) workplace spirituality interval scale and job 
stress was measured using Stanton et al.’s (2001) 15-item stress scale. In the study, two work 
stressors, job threat and job pressure are examined in relation to spiritual coping. Job threat stress 
was a measure of the extent to which the job was irritating, a hassle or overwhelming. Job 
pressure stress measured the degree to which the job was demanding and hectic. Study results 
showed that on average, participants experienced moderate levels of job threat stress and high 
levels of job pressure. Results also showed that job stress negatively impacted health, but did not 
find workplace spirituality to serve as a buffer for negative outcomes of job stress (2012). 
According to the researchers, this finding was unexpected and may have been due to the intensity 
of the job stressors experienced by this small sample size. Hence, additional research is needed 
to determine if workplace spirituality can actually buffer job threat, job pressure and other job 
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stressors including workload and role ambiguity. A significant limitation of this study was the 
use of only quantitative measures. A study of work stress that incorporates spirituality should 
include a mixed method design of studies that incorporate spirituality into the examination of 
work stress because of the complexity of both concepts (Cunningham, 2014). Including a 
qualitative approach may have helped to explain how participants utilized spiritual appraisal and 
spiritual coping strategies. In addition, because this study was grounded in Gall et al.’s spiritual 
framework for coping, which is an extension of Folkman’s (2008) revised transactional stress 
theory, a qualitative approach may have illuminated spiritual appraisals and the spiritual 
meaning-focused coping strategies of the participants and provided more insight about the 
results. The complexity of stress and spirituality merit a more robust examination.  
Spiritual Framework of Coping 
 Gall et al.’s (2005) spiritual framework of coping informs the theoretical framework of 
the study. Gall et al. (2005) expanded the Transactional Model of Stress and Coping theory 
(discussed above) to conceptualize spirituality as a form of coping with job stress. Spirituality, 
one of the ways people construct knowledge and meaning, is subjective and dynamic and fits 
well with this model (Gall et al., 2005). Figure 2 demonstrates the complex relationship between 
stress and spiritual influences on stress management and individual well-being. The components 
of Gall et al.’s spiritual framework of coping include spiritual appraisal, person factors, spiritual 
problem-solving and coping styles, spiritual coping behavior, spiritual connections and meaning-
making. 
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Figure 2. The Spiritual Framework of Coping (Gall et al., 2005). 
According to this model, during the appraisal process, spiritual beliefs influence an individual’s 
interpretation of the stressor (Gall et al., 2005). Studies have shown that spiritual appraisal can 
involve attributing a higher purpose to the stressor (Pargament et al., 1990; Gall, 2003). This 
attribution can help the individual to reframe the stressor. This framework also acknowledges 
that an individual’s religious denomination and personal spirituality are amongst person factors 
influencing the coping process and that personal spirituality cannot be separated from the 
process. Deep spiritual connections with nature are highly regarded in this framework mainly 
because spirituality has often been viewed as a connectedness with nature and living things. 
Spiritual coping behavior, another component of this model, is inclusive of a wide continuum of 
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spiritual practices including contemplation, meditation, prayer (Richards & Bergin, 1997) and 
religious service attendance. Finally, spiritual meaning-making can play a significant role in 
managing a stressful event. As discussed in the revised transactional model of stress (Folkman, 
2008), meaning-making involves cognitive efforts to reduce discrepancies between the appraised 
meaning and a greater meaning (Park, 2013). In the spiritual framework for coping, the 
individual attempts to explain the situation and derive meaning from the stressful situation using 
spiritual beliefs and attributions (Schwab & Petersen, 1990; Gall et al., 2005). This involves 
searching for a more favorable understanding of the stressful situation and its implications (Park, 
2013). Spiritual meaning-making can help an individual to see the stressful event as a chance to 
gain discernment about life (Pryds, Back-Pettersson & Segesten, 2000). Finding a spiritual 
benefit in the stressor helps the individual to cope. The components of the spiritual framework of 
coping offer a relevant backdrop for examining the influence of workplace spirituality on work 
stress in higher education administrators.  
Summary  
 
The current framework for conceptualizing workplace spirituality is the result of 
empirical studies and scholarly literature reviews. The complexity of the concept is evident and 
these studies have revealed only a fraction of this cosmic field. Incorporating spirituality into the 
workplace shows promise for addressing work stress. There is reason to believe that the 
multidimensional concept of workplace spirituality can help alleviate work stress. This study 
seeks to examine the effect of inner life, the experience of meaningful work and a sense of 
community on the impact of work stress.   
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Chapter 3: Research Methodology 
 
Introduction 
 
The purpose of this research study was to understand the influence of workplace 
spirituality on work stress in higher education administrators. This chapter details the study’s 
research design and rationale, the site and its population, research methods associated with the 
data collection as well as data analysis, and relevant ethical considerations associated with the 
conduct of this study.  
Research Design and Rationale 
This study was guided by two research questions: 
What is the association between engagement in workplace spirituality and work stress for 
higher education administrators? 
How do higher education administrators describe the role of workplace spirituality in 
relation to the experience of occupational stress?   
This research study examined higher education administrator’s experiences with the 
phenomenon of spirituality at work as it related to their experience of work stress. The 
complexity of these specific research questions could not be fully addressed using a qualitative 
or quantitative research methodology. Because it was important that the research methods 
offered the most suitable type of inquiry to answer the research questions (Johnson & 
Onwuegbuzie, 2004), this study employed a mixed methods design. Mixed methods expanded 
the scope and depth of research by utilizing two different research approaches. Moreover, the 
quantitative and qualitative methods complemented one another and allowed for a deeper 
understanding and corroboration of the data (Johnson et al., 2007). Therefore, the rationale for 
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employing a mixed methods study was deemed the most suitable methodology for understanding 
the influence of workplace spirituality on work stress.  
Mixed methods research is widespread in education and social science research (Johnson & 
Onwuegbuzie, 2009). It is important to note that there are a range of mixed methods typologies. 
These typologies can be characterized using three dimensions: level of mixed methods, time 
orientation and emphasis of approach (Leech & Onwuegbuzie, 2009). Fully mixed method 
designs include the use of quantitative and qualitative research across at least one of the four 
components of a study: the objective, data, analysis or type of inference (2009). On the other 
hand, in a partially mixed method study design, the data is not mixed until the interpretation 
stage (2009). Time orientation, another dimension of a mixed method typology, refers to whether 
or not the quantitative and qualitative research approaches occur concurrently or sequentially 
during the study (2009). The third dimension of a mixed method typology is emphasis of 
approach. This refers to the importance of one approach, qualitative or quantitative, over the 
other as it relates to addressing the study’s research questions (2009). This study of workplace 
spirituality and work stress utilized a convergent design that is partially mixed, concurrent, and 
gives equal status to both approaches.  
The quantitative approach helped to determine whether or not engagement in workplace 
spirituality is significantly associated with lower levels of stress in higher education 
administrators The qualitative approach in this study helped to explore higher education 
administrators’ perceptions of how workplace spirituality influences occupational stress levels.. 
The qualitative and quantitative data collection and analysis occurred concurrently and themes 
that emerged from the qualitative data were compared to the statistical results from the 
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quantitative data collection. Both research approaches were given equal priority in understanding 
the influence of workplace spirituality on work stress. This mixed method approach is intended 
to provide a holistic understanding of the phenomenon of workplace spirituality and stress for 
higher education administrators (Creswell, 2013).  
Site and Population 
 Site Description. This research took place at a University, a large, private, research 
institution situated in the Northeast United States. With over 10,000 employees, including 1563 
full-time faculty and 3172 full-time staff, the University serves approximately 26,000 students on 
3 physically separate urban campuses. The University has a global reputation and is well known 
for its pioneering leadership in technology and experiential learning.  
 Population Description. Higher education administrators were the target population for 
this study. The University has a significant number of higher education administrators ranging 
from deans and department chairs to senior financial, human resource and research 
administrators.   
The researcher used convenience and snowball sampling to inform the quantitative 
portion of this study. According to Creswell (2013), convenience sampling is a non-
probabilistic sampling approach that selects participants based on their availability and 
willingness to participate in the study. Although this approach did not ensure that the sample 
was representative of the population, it was suitable for this study, which collected data on 
sensitive matters including spirituality and stress at work. The group included administrators 
from several departments, including educational affairs, research administration, and financial 
administrators. The convenience sample was comprised of higher education administrators 
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from this group who are willing to complete the survey. 
In addition to convenience sampling, this study also incorporated snowball sampling. In 
snowball sampling, “the researcher asks participants to identify others to become members of the 
sample” (Creswell, 2013, p. 146). In this study, the researcher asked members of a group of 
department administrators situated in the University’s college of medicine to support the 
snowball sample by identifying other higher education administrators from the University to 
receive and complete the survey. In other words, the snowball sample was comprised of higher 
education administrators from the University who received and completed the survey as a result 
of a communication from a member of the group of the University’s college of medicine 
department administrators.  
The criterion of selection for the qualitative part of this study was multifaceted. 
According to Bloomberg et al. (2012), it is important that participants in research have specific 
knowledge or information about the research topic. The criteria for participation in the one-on-
one interviews reflected university employees actively engaged in workplace spirituality at the 
University. Chapter 2 referred to the active voice of workplace spirituality as spiritual expression 
through yoga, meditation and nature walks (Tombaugh, 2011). Hence, a purposeful sample of 
interviewees was drawn from the University’s population that participated in a meditation or 
yoga group on campus.  
Site access. In order to conduct this study, the researcher had to gain several points of access to 
the site. Access to the University’s college of medicine administrators was necessary to support 
the quantitative portion of this study. The researcher was a member of the group and had an 
established working relationship with several members in the group. Therefore, access was 
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highly anticipated. The process for gaining access to the college of medicine administrators 
included transmission of a detailed email from the researcher to the gatekeeper of this group. The 
e-mail contained information related to study participation as well as detailed information on the 
snowball sampling process.  
Access to the campus meditation group at the University was necessary for recruitment in 
the qualitative portion of this study. In order to gain access to this group, the researcher sent a 
detailed e-mail outlining the purpose of the study to the Executive Director and Program 
Coordinator of the campus meditation group. In a subsequent face-to-face meeting, permission to 
access the campus meditation group was granted by the Executive Director and the Program 
Coordinator agreed to support the research process by introducing the researcher to potential 
participants in the meditation group.  
Access to the yoga group at the University was also necessary for recruitment in the 
qualitative portion of this study. In order to gain access to this group, the researcher sent a 
detailed e-mail outlining the purpose of the study to the yoga instructor. Permission to access the 
yoga group was granted and an invitation to participate in a yoga class was extended to the 
researcher.  
The Institutional Review Board (IRB) provided a critical avenue of access to the 
University and its constituents.  The IRB had the power to approve or deny the conduct of the 
study. Upon completion of the study protocol, the researcher submitted a request to the 
institutional review board (IRB) and gained approval to conduct the qualitative and quantitative 
portions of the study on the University’s campus. These access points, the meditation group, the 
41 
  
yoga group, the college of medicine administrators group and the IRB were critical to the 
conduct of the study.  
Research Methods 
 The quantitative assessment utilized a survey instrument to measure workplace 
spirituality and work stress. Ashmos and Duchon (2000) developed an instrument to assess three 
dimensions of workplace spirituality: inner life, meaningful work and conditions for community 
(Appendix 1). The instrument (2000) is divided into three parts and measures workplace 
spirituality at the individual level (Part 1), the work-unit level (Part 2) and organizational level 
(Part 3). Since this study is focused on the individual experience of workplace spirituality, items 
from Parts 2 and 3 concerning the work-unit and organizational level of workplace spirituality 
will not be included in this study. The instrument uses a 7-point Likert scale that ranges from 1 = 
Strongly Disagree to 7 = Strongly Agree. Factor analysis conducted by Ashmos and Duchon 
(2000) revealed that the items from Part 1 which focus on assessing the individual level of 
workplace spirituality produced the cleanest factor structure. In fact, the scores from Part 1 have 
been consistently reliable and valid with α = .859 on items related to conditions of community, α 
=.858 for items on meaning at work, and α = .804 for items on inner life. Moreover, this 
instrument was selected in part because it has been used in multiple studies (Ashmos & Duchon, 
2000; Daniel, 2015; Duchon & Plowman, 2005; Rego et al., 2008; Pawar, 2009). Part 1 includes 
a total of 34 questions. 5 of the items from Part 1 measure the individual’s experience of inner 
life, 9 items measure the conditions for community and 7 items measure meaningful work. The 
remaining 13 items from Part 1 represent additional factors that compliment Ashmos and 
Duchon’s conceptualization of workplace spirituality including factors that block spirituality, 
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personal responsibility and positive connections with others (2000). Since these factors support 
the conceptualization of the three salient dimensions, items representing these factors were 
included in the study instrument.  
 The Stress in General scale (SIG) (Bowling Green State University, 2009) was used to 
measure stress at work (Appendix 2). According to Stanton et al. (2001), the SIG was developed 
using Lazarus and Folkman’s (1984) transactional approach to stress as its theoretical 
framework. The SIG is designed to measure employees’ general level of workplace stress by 
assessing whether or not particular stress-related descriptors are characteristic of their job. The 
SIG underwent several analyses in order to produce the original 15-item scale (Stanton et al., 
2001) which yielded reliable scores. Since then, the SIG has been refined to an 8-item scale 
consisting of a 3 point scale – “Yes, No or ?” if you cannot decide (Bowling Green State 
University, 2009). All 8 items from this scale were included in the study instrument.  
In the qualitative portion of this study, the researcher sought to understand the influence 
of workplace spirituality on work stress through the lens of individual higher education 
administrators. This type of inquiry, where the researcher ascertains the essence of human 
experiences is called phenomenological research (Creswell, 2009). The qualitative data 
collection process included the use of semi-structured, one-on-one interviews. This is a common 
approach in educational research where a set of open-ended questions guide participants to share 
their experiences and personal accounts (Creswell, 2013). Open-ended questions give 
participants more organic options for responding (2012). Interviews were used to help gauge 
participant’s experiences of spirituality at work and how these experiences influence work stress. 
According to Bloomberg and Volpe, (2009, p. 82) this method “has the potential to elicit rich, 
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thick descriptions” and it also “affords the researcher an opportunity to clarify statements and 
probe for additional information.” Due to the personal nature of spirituality, the use of one-on-
one interviews rather than telephone, e-mail or focus groups, offered the best opportunity for the 
researcher to gather the participants’ views on this sensitive matter. 
The number of interviews conducted was dependent on theoretical saturation. Theoretical 
saturation is a measure of sufficient sampling (Rowlands, Waddell, & McKenna, 2015). As the 
researcher conducted the semi-structured interviews, a qualitative dataset began to emerge. The 
researcher continued collecting data from new interviewees until the point of replication or 
redundancy (Bowen, 2008). According to Bowen (2008), saturation occurs when the data 
collection no longer yields any new theme and reaches the point of diminishing returns. 
Therefore, when the interviews stopped generating additional themes and categories from the 
data, this was considered the point of theoretical saturation (2008). The duration of individual 
interviews ranged from 35 to 40 minutes and was conducted according to the semi-structured 
interview protocol found in Appendix 3. The protocol served as a guide and helped to maintain 
standard procedures. Standardization is important in the research process and supports the 
researcher’s ability to compare the data for analysis (Creswell, 2013). Responses were recorded 
to support subsequent transcription, coding and analysis of recurring patterns and themes.   
Stages of data collection. This study employed a convergent design for this mixed methods 
study. Hence, quantitative and qualitative data were collected concurrently. The quantitative data 
was collected via a survey instrument. As mentioned, two types of non-probabilistic sampling 
(e.g., convenience and snowball sampling) were used as part of the quantitative data collection. 
The convenience sample was comprised of members of a regularly convened group of financial 
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administrators from the University’s college of medicine. The researcher identified the 
gatekeeper for this group and obtained permission to send the survey to the distribution list to 
support the study’s convenience sample. Furthermore, the snowball sample was used to increase 
the number of participants. The researcher asked higher education administrators from the 
college of medicine group to not only complete the survey, but also identify and forward the 
online survey to other University administrators that were willing to participate.  
The qualitative data was collected via one-on-one, semi-structured interviews with a 
sample of higher education employees who participated in a meditation or yoga group on 
campus. The researcher received approval to solicit voluntary participation in this study to the 
campus meditation group via a short, informal, verbal pitch just prior to the group’s meditation 
session. Similarly, the researcher received approval to participate with the yoga group and 
discuss the study parameters for willing participants. Interviews conducted on Campus 1 at the 
University were held in the centrally located, reserved, private study room at the campus library. 
The interviews were guided by a protocol (Appendix 3). Finally, since the nature of spirituality 
and/or stress can be personal and sensitive, participants had an opportunity to debrief with the 
researcher at the conclusion of the interview. 
 Table 2. Timeline for Data Collection, Analysis and Reporting 
 
Task Date 
Prepare IRB Paperwork  
 
April - May 2016 
 
Submit IRB Paperwork  
 
May 2016 
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Conduct Interviews  
Administer Survey 
Code/ Qualitative Data   
Score/ Quantitative Data   
Analyze & Interpret Data 
Prepare Findings & 
Recommendations/ Chapter 4 
 
Finalize Dissertation  
 
October  2016 
 
June – July 2016 
 
November  2016 
 
August  2016 
 
September  - November 2016 
 
 
December 2016 – January 2017 
 
February 2017 
 
 
   
The timeline for data collection, analysis, and reporting is shown below in Table 2. 
 
Data analysis procedures. The quantitative data derived from the survey will be scored 
by the researcher and analyzed using a computer program. Since the survey in this study consists 
of interval scales, each item will be scored consistently using a numbering system before it is 
transferred to the computer program, SPSS. For instance, the items from the Ashmos and 
Duchon scale, a 7 point likert scale ranging from Strongly Disagree to Strongly Agree will be 
scored as “7” to “1.” A single item score will be preassigned for each of the two scales used in 
this study. Single item scores provide an individual analysis of each participant’s response to 
each item on the survey (Creswell, 2013). Additionally, demographic data including gender and 
age will be incorporated into a codebook of variables that reflects the code for each recorded 
demographic (Creswell, 2013). Once the data has been entered and organized into SPSS, the 
researcher will examine trends using descriptive (e.g., means and standard deviation) and 
inferential statistics (e.g., Pearson correlation coefficient and regression). 
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The recorded qualitative data from the interviews were transcribed and analyzed using 
NVivo. In order to analyze the qualitative data, provisional codes that aligned with the study’s 
framework were determined (Saldana, 2013). Coding provided labels and indexes for participant 
responses (2013). The provisional codes reflected in Table 3 supported the analysis that directly 
answered the research questions of this study. The predetermined codes supplied a categorization 
structure for the themes in the responses of multiple interview participants to the semi-structured 
protocol (2013).  
The convergent design for data collection led to a convergent design analysis. In this 
fashion, “a discussion− a side-by side analysis−about the themes emerging from the [qualitative] 
data and how they support or refute the statistical analysis” supported the analytic and 
interpretative process (Creswell, 2013, p. 550). Rather than attempt to qualify quantitative data 
or quantify qualitative data, this convergent means of analysis offered a direct comparison of 
results of qualitative and quantitative data (2013).  
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  Table 3. Data Collection and Analysis 
Research Question Research Method Data Collection 
Method 
Data Analysis 
 
What is the association 
between engagement in 
workplace spirituality and 
work stress for higher 
education administrators? 
 
 
 
Quantitative 
Likert Scale 
Survey including 
demographic 
data 
 
 
Online survey 
distributed via 
email 
 
 
Scoring of responses  
SPSS 
 
How do higher education 
administrators describe the 
role of workplace spirituality 
in relation to the experience of 
occupational stress?   
 
 
Qualitative 
Semi-structured 
interviews 
 
Interview is 
recorded and 
notes are taken 
in the margin of 
the interview 
protocol 
NVivo 
Provisional Codes: 
1- Types of work stress 
2- Stress management 
strategies 
3- Making meaning 
through spiritual 
attributions 
4- Conditions for 
Community 
5- Meaning at Work 
6- Inner Life 
 
 
Table 3 delineates the research questions along with the methodology and data analysis  
 
associated with the conduct of this study.  
 
Ethical Considerations 
 The researcher realizes that this study, like all other studies, did in some way “disrupt the 
site” (Creswell, 2013, p. 170). Therefore, several ethical considerations were included in the 
design of this study. First, the research protocol was submitted to the Institutional Review Board 
(IRB) prior to commencement of the study. According to Creswell (2013, p. 22), the IRB 
addresses three basic principles associated with the conduct of research involving human 
subjects: “beneficent treatment of participants (maximizing good outcomes and minimizing risk), 
respect for participants (protecting autonomy and ensuring well-informed, voluntary 
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participation) and justice (a fair distribution of risk and benefits).” The researcher designed a 
mixed method study that conformed to these principles. The desire of individuals who chose not 
to participate in the study was respected. Participants were made aware that participation in the 
study was voluntary and there was no penalty for non-participation or early withdrawal. All 
interview participants received a written communication (email) relaying the purpose of the 
study prior to their participation in the study (Appendix 4). The email informed participants that 
the data from this study would be used to assess the influence of spirituality at work and to make 
recommendations for the University related to the quantitative and qualitative findings. 
Moreover, the researcher obtained an informed consent from each interview participant prior to 
their engagement in the study. The informed consent “outlined the participants’ rights, including 
their right to withdraw at any time from the study, their voluntary participation in the project, and 
their right to know the purpose of the study” (Creswell, 2013, p. 149) and supported the ethical 
practices of the researcher. Due to the sensitive nature of the study variables, affording 
participants the opportunity to debrief with the researcher at the conclusion of the interview was 
a positive, ethical practice that supported the conduct of the study. Participant survey and 
interview responses were kept confidential. 
Summary 
The use of a convergent mixed-methods study design supported the exploration of the 
effect of workplace spirituality on work stress in higher education administrators. Appropriate 
permissions and approvals from the IRB and site coordinators also supported the ethics 
surrounding data collection and analysis. The concurrent collection of data using qualitative 
and quantitative measures led to the data analysis. Furthermore, triangulation of the data 
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provided deeper insight into the process that occurs when higher education administrators use 
workplace spirituality to manage their work stress.  
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Chapter 4: Results, Findings and Interpretations 
 
Introduction 
 
This mixed methods study of the influence of workplace spirituality on work stress in 
university employees utilized a convergent design to collect and analyze quantitative and 
qualitative data. This chapter presents the results of the data. 
Survey Results 
Demographic characteristics of the sample. The demographic profile of the 92 university 
employees participating in this study included university financial administrators identified 
through their affiliation with the university financial administrators group and the colleagues 
they identified to be part of the snowball sample. The following paragraphs describe the sample 
in terms of the following variables: position title, gender, highest education attainment level and 
number of years in current position.  
Analysis of the position title variable showed a critical mass of the sample identified as 
directors (34.78%; n = 32) while 28.26% identified as administrators (n=26). The word 
frequency analysis reflected below in Figure 3 reveals the highest frequency in position title 
included the word “director” and the next highest frequency included the word “administrator.” 
Examples of frequent titles included Director of Administration and Finance, Director of 
Administrative Operations, Program Director and Department Administrator.  
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The gender variable showed the majority of the survey respondents (68%) identified as 
female while the remainder, 32%, identified as male (Figure 4).  
 
Figure 4. Gender Distribution 
The survey respondents’ educational attainment level shown in Table 4 reflects nearly 
half of the respondents (47.5%) had attained master’s degrees while 29.7% had attained 
bachelor’s degrees. The remaining percentage of respondents with doctoral or other terminal 
degrees reflected lower proportions, respectively 7.9% (n=8) and 5.9% (n=6).    
Table 4 
Educational attainment level  
Education  Count (n) Percent 
 
Bachelor’s Degree 
 
30 
 
29.7 
Master’s Degree 48 47.5 
Doctoral Degree 8 7.9 
Other Terminal Degree 6 5.9 
 
 
A representation of the open-ended survey responses regarding the number of years in 
their current position as well as the number of overall years at the university is shown in Figure 
5. The distribution of number of years in current position reflected the largest portion (40.21%) 
of the survey respondents were in the 2-5 years range with the second highest portion of 
respondents (28.26%) indicating more than ten years in the current position. The two lower 
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proportions of years in current position reflected relatively equal distributions in the categories of 
0-1 years and 6-10 years.  
 
 
 
Figure 5. Years in Current Position 
Research Instruments. Survey instruments were used to answer the first research question 
which asked “What is the association between engagement in workplace spirituality and work 
stress for higher education administrators?” The survey items were expected to uncover 
associations between engagement in spirituality in the workplace and work stress among 
university employees. Two quantitative instruments were used in this study.  
Validity and Reliability. The Workplace Spirituality Scale (Ashmos & Duchon, 2000) was 
administered to measure dimensions of workplace spirituality. An exploratory factor analysis 
was used to examine the construct validity of the scale. The workplace spirituality scale was 
analyzed using principal component analysis with a varimax rotation. Unlike prior studies that 
reported three factors (Ashmos & Duchon, 2000; Daniel 2015), the sample from this study 
yielded four factors among the 33 items from Part 1 of the workplace spirituality scale. Even 
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still, the resulting factors bear much similarity with the previously purported factors. The labels 
of the workplace spirituality factors, eigenvalues, number of items and percent of variance after 
rotation are listed in Table 5 for each of the loadings for the four factors. Appendix 5 reflects the 
complete factor loading.  
Table 5 
Eigenvalues and Percent of Variance for Workplace Spirituality Factors 
Factor 
No. Label Eigenvalue 
No. of 
Items 
% of 
Variance 
1 
 
Conditions for Community 11.611 7 31.38 
2 Inner Life 2.095 4 5.663 
3 Meaningful Work 1 5.104 5 13.796 
4 Meaningful Work 2 2.178 4 5.887 
 
The study results show the same three constructs from prior research are all present in this 
sample. Moreover, conditions for community, meaningful work and inner life are used as labels 
in accordance with prior labels. This finding supports the validity of these constructs.   
Table 6. Factor 1, Conditions for Community 
Item no.  Description Loading 
6 I feel part of a community in my immediate workplace (department, unit, etc.) .647 
12 My supervisor encourages my personal growth. .828 
17 When I have fears, I am encouraged to discuss them. .615 
19 At work, we work together to resolve conflict in a positive way. .622 
20 I am evaluated fairly here. .764 
21 I am encouraged to take risks at work. .621 
22 I am valued at work for who I am. .726 
Cronabach’s alpha (α). = .866 
Table 6 delineates the items loading on factor 1, Conditions for Community, within this study 
sample. This construct is aligned with Kinjerski and Skrypnek’s appraisal of this factor in their 
review of the Spirituality at Work Scale (2006) which described it as specific ways in which the 
workplace encourages and cares for its employees. This factor shows a good level of construct 
validity with loadings above 0.60 for each item. In addition, a Cronbach’s alpha was conducted 
54 
  
to assess reliability with a result of .866 (Conditions for Community), reflecting good internal 
consistency. Whereas Ashmos and Duchon (2000) confirmed 9 items for the factor, this study 
confirmed 7 items. Item No. 12. - I have had numerous experiences in my job which have 
resulted in personal growth - was moved because it had a low loading for this factor and a high 
loading for another factor (meaningful work). Once Item 12 was eliminated from this factor, the 
reliability indicated by Cronbach’s alpha increased for the Conditions for Community factor. 
Item No. 17 – When I have a concern I represent it to the appropriate person – crossloaded on 
Conditions for Community and an isolated factor. The loading for the isolated factor was high. 
For this reason, Item No. 17 was removed. Once removed, the reliability increased for the 
Conditions for Community factor.  
Table 7: Factor 2: Inner Life 
Item 
no.   
Description Loading 
24 My spiritual values influence the choices I make. .814 
25 I consider myself a spiritual person. .849 
27 Prayer is an important part of my life. .774 
28 I care about the spiritual health of my coworkers. .654 
Cronabach’s alpha (α).  = .844 
Factor 2 (Inner Life) speaks to an individual employee’s holistic sense of spirituality and the 
recognition that employees bring their whole selves to work. For this sample, factor loadings are 
above 0.60 representing good construct validity. This cluster of items produced factor results 
very similar to the original study of workplace spirituality (Ashmos & Duchon, 2000). A 
reliability test resulted in a Cronabach’s alpha of .844 reflecting good internal consistency. 
 In this sample, there was a split in the items that loaded on Meaningful Work.  Items that 
loaded on Factor 3 are shown in Table 8.  
Table 8. Factor 3:  Meaningful Work as Collective Experience 
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Item 
no.   
Description Loading 
2 I believe others experience joy as a result of my work. .567 
5 My spirit is energized by my work. .487 
8 The work I do is connected to what I think is important in life. .791 
10 I see a connection between my work and the larger social good of my 
community. .828 
Cronabach’s alpha (α).  = .845 
Factor 3 is comprised of a group of meaningful work statements that point to a 
connection with others contributing to something greater than the individual’s work, where the 
sum is greater than the parts. Table 8 depicts this factor for meaningful work as an expression of 
connectivity and relationships with others in the workplace. Items like “I believe others 
experience joy as a result of my work” and “The work I do is connected to what I think is 
important in life” shape the context for this construct. Thus, this factor can be titled as 
Meaningful Work as a Collective Experience. As given in Table 8, factor loadings are generally 
above 0.50 representing good construct validity. A reliability test resulted in a Cronabach’s alpha  
of .845 reflecting good internal consistency. 
 Other meaningful work items such as “I experience joy in my work” and “I look forward 
to coming to work most days” loaded on a separate factor (Table 9).  
Table 9. Factor 4: Meaningful Work as Personal Experience 
Item 
no.   
Description Loading 
13 
I have had numerous experiences in my job which have resulted in personal 
growth. .688 
1 I experience joy in my work. .759 
9 I look forward to coming to work most days. .705 
23 I feel hopeful about life. .510 
14 I understand what gives my work personal meaning. .621 
Cronabach’s alpha (α).  = .863 
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This factor looks at meaningful work from an individual perspective. This subscale for 
Meaningful Work captures the personal experience of positive meaning at work. Thus, this factor 
can be titled as Meaningful Work as a Personal Experience. As shown in Table 9, factor loadings 
are generally above 0.60 representing good construct validity. It is worth noting that although 
Item no. 22 was reported to load with the Inner Life factor in previous studies (Ashmos & 
Duchon, 2000), it loaded on Factor 4 in this study. In fact, the reliability score for the Inner Life 
scale increased when Item no. 22 was excluded. In addition, Item no. 12 had previously loaded 
on Conditions for Community (Ashmos & Duchon, 2000), but within this sample it loaded on 
factor 4 (.688). A reliability test resulted in a Cronabach’s alpha of .863 reflecting good internal 
consistency. 
 The distinction between Meaningful Work as a Personal Experience and Meaningful 
Work as a Collective Experience is a significant finding of this study. This distinction provides 
deeper insight into the make-up of meaningful work as a construct. The items for both factors of 
meaningful work produce high reliability when analyzed separately. This is strong support for 
the two distinct constructs of meaningful work.   
A summary of the factor analysis results for the workplace spirituality scale show clear 
confirmation of previously purported constructs in the literature: conditions for community, inner 
life and meaningful work. These results further validate the factor results reported by Ashmos 
and Duchon (2000) and Daniel (2015) and also point to new information on the two sub-factors 
(i.e., factor 3 & 4) for Meaningful Work.  
The Stress in General Scale (SIG) was used to explore work stress among university 
employees. Initially developed by Stanton et al. (2001), the SIG utilized 15-items to measure 
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cognitive aspects of work stress across a wide range of workplaces. The SIG assessed whether or 
not certain words or phrases (i.e., Pressured, Hassled) described respondents’ jobs. The 3 point 
rating scale (0=No, 1.5 = Not Sure, 3 = Yes) measured two factors: job threat stress and job 
pressure stress. Both factors showed good reliability, Cronabach’s alpha .82 and .88, respectively 
(Stanton et al., 2001). The SIG was later revised (Bowling Green University, 2009) to an 8-item 
scale designed to measure only one dimension - work stress. A 2011 research study found that 
general work stress is more appropriately measured with a unidimensional scale, as compared to 
a two-factor version (Yankelevich et al., 2011). Using two samples of working adults, most of 
whom were employed in an aerospace company (n = 4322) in the Midwest while other 
participants were undergraduate psychology students (n = 589), researchers found that the eight-
item SIG had adequate fit to a unidimensional measurement model (2011). Yankelevich et al., 
(2011) concluded that the new eight-item SIG would support research on job stress and its 
connection to well-being. However, a research report of workplace stress evaluation tools only 
revealed construct validity of the 8-point SIG scale, not its reliability (Shea & De Cieri, 2011).  
The study results for this sample reflected low reliability, Cronabach’s alpha = .232 for 
the 8 items of the SIG scale. Item No. 1 “Demanding” received more affirmative responses (n = 
76; 75.2%) than all the other 7 Items on the SIG scale. In other words, in this sample demanding 
was a common description of the jobs of most respondents. By comparison, 24.8% of the sample 
responded “YES” to “Overwhelming” while 30.7% of the sample affirmed “Nerve-racking” as a 
description of their job, 33.7% Hassled, 45.5% More Stress and 61.4 % Pressured. It stands to 
reason that within this sample population, the word “Demanding” was not viewed in the same 
light as the other items. This examination revealed that Item No. 1 (Demanding) was an outlier 
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item. Respondents’ scores for demand indicated that they perceived demand differently than the 
other descriptors for stress.  It is possible that university employees, specifically university 
financial administrators, do not perceive demands as a stressor, but rather as an expected, 
manageable part of the work. When tested without Item no. 1 (Demanding), the Cronabach’s 
alpha went up to .540.  
Another item on the SIG scale that deserves mention is Item No. 3 (Calm). Does the word 
Calm describe your job?  This was a reverse scored item. In other words, this item is stated as a 
negation of stress. Swain et al., (2008) elaborate on the results associated with reverse items 
including the tendency to load on another factor and diminished scale reliability. In fact, reverse 
items often result in unanticipated factor structures (Netemeyer et al., 2003). Further reliability 
testing excluding Item no. 1 (Demanding) and reverse scored Item no. 3 (Calm) revealed a 
Cronabach’s alpha of 0.556.   
Bivariate correlations. Bivariate correlations were conducted to determine whether the three 
workplace spirituality factors were significantly associated with work stress. The results of the 
Pearson correlation analysis are reported in Table 10. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
59 
  
Table 10. Pearson Correlations  
 
Correlations 
 Stress Inner Life 
Conditions for 
Community 
Meaningful 
Work 
(Personal) 
Meaningful 
Work 
(Collective) 
Stress Pearson Correlation 1 -.104 -.286** -.361** -.336** 
Sig. (2-tailed)  .325 .006 .000 .001 
N 92 92 92 92 92 
Inner Life Pearson Correlation -.104 1 -.044 .313** .454** 
Sig. (2-tailed) .325  .674 .002 .000 
N 92 92 92 92 92 
Conditions 
for 
Community 
Pearson Correlation -.286** -.044 1 .496** .422** 
Sig. (2-tailed) .006 .674  .000 .000 
N 92 92 92 92 92 
Meaningful 
Work 
(Personal) 
Pearson Correlation -.361** .313** .496** 1 .630** 
Sig. (2-tailed) .000 .002 .000  .000 
N 92 92 92 92 92 
Meaningful 
Work 
(Collective) 
Pearson Correlation -.336** .454** .422** .630** 1 
Sig. (2-tailed) .001 .000 .000 .000  
N 92 92 92 92 92 
**. Correlation is significant at the 0.01 level (2-tailed). 
 N= 92  
 
It was important to conduct a correlational analysis using Pearson to observe linear relationships. 
However, since this study utilized surveys with Likert scales, it was also possible for non-linear 
correlations to exist. Therefore, Spearman’s rho which helps to quantify non-linear relationships 
was also calculated (see Appendix 7 for Spearman’s rho correlations). The results of both 
analyses point to the same relationships among the variables.  
The correlation analysis (Table 10) reflects an insignificant relationship between Inner 
Life and Work Stress. The construct of inner life is based on employees’ opportunity for and 
engagement in expressing one’s inner self at work perhaps through yoga, meditation, nature 
walks, prayer or other forms of spiritual expression at work (Tombaugh, 2011). Since there is no 
relationship between inner life and work stress, it is possible that employees are not encouraged 
to express their inner life at work. Daniel (2015) also found no relationship between Inner Life 
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and Work Stress. In order to explain this result, Daniel (2015) suggested that the workplace may 
not have provided a setting that facilitates employees’ expression of their spirituality. On the 
other hand, it is also possible that the workplace does provide opportunities for exploring and 
expressing inner life, yet, employees are not engaging in the activities.  
 Second, the results show that Conditions for Community was found to be negatively 
correlated with Work Stress. This finding supports the research of Bell et al., (2012) which did 
find a moderate correlation between Individual Spirituality at Work (SAW, a composite variable 
including inner life, meaningful work and conditions for community) and Work Stress. However, 
this study presents an important contribution because it examined the relationship between each 
dimension of SAW and to the best of the researcher’s knowledge, this is the first study to show a 
relationship between Conditions for Community and Work Stress. Although Daniel (2015) 
hypothesized about the negative and significant relationship between the two variables, the 
results of that study showed no relationship. The Pearson’s r for the correlation between the two 
variables in this study is -0.286. Thus, as Conditions for Community increase, Work Stress 
decreases. The Sig. (2-Tailed) value is 0.006. Since this value is less than .05, the probability that 
this correlation occurred by chance is less than six times out of 1000. Awareness of the inverse 
relationship between Conditions for Community and Work Stress is important for human 
resource managers and employers who are interested in reducing employee stress. Employers 
who put Conditions for Community into practice may be successful in reducing Work Stress. 
 Third, this sample of university employees showed a negative and significant correlation 
between Meaningful Work as a Personal Experience and Work Stress. In other words, there is an 
inverse relationship between the two variables. An increase in Meaningful Work as a Personal 
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Experience is associated with a decrease in Work Stress. The Pearson’s r for the correlation 
between the two variables is -0.361. Moreover, the Sig. (2-Tailed) value is 0.000 and there is no 
chance that this correlation occurred by chance. 
 Finally, correlation coefficients from this sample of university employees showed a 
negative and significant correlation between Meaningful Work as a Collective Experience and 
Work Stress. The Pearson’s r for the correlation between the two variables is -0.336 and the Sig. 
(2-Tailed) value is .001. This correlation is statistically significant and indicates an association 
between an increase in the collective experience of meaningful work and a  decrease in work 
stress.  In other words, when employees perceive a connection between their work and a larger 
societal good, they are less likely to experience stress at work. This is an important finding, 
particularly for employers who wish to cultivate the experience of meaningful work. Unlike 
Meaningful Work as a Personal Experience where the locus of control is within each employee, 
Meaningful Work as a Collective Experience can be nurtured by the employer. Fostering an 
understanding of how the organization relates to other organizations and the surrounding 
community may actually lead employees to experience Meaningful Work as a Collective 
Experience and thereby reduce Work Stress. Non-profit, mission driven organizations may find 
this to be a relatively simple task. In fact, mission driven organizations may have an advantage 
over for profit organizations because the employees’ contributions to society may be more 
tangible within the non-profit sector. Nevertheless, awareness of the significant, negative 
correlation between Meaningful Work as a Collective Experience and Work Stress can help 
employers to consider creative strategies that promote the collective experience of meaningful 
work.   
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Summary 
 
The Workplace Spirituality scale (Ashmos & Duchon, 2000) and the one-dimensional 
Stress in General scale (Bowling Green State University, 2009) administered to higher education 
administrators revealed three statistically significant findings that can inform how universities 
and other organizations address the problem of work stress. The quantitative data from this study 
showed that there is an association between workplace spirituality and work stress.  
Qualitative Results 
 
Fieldwork 
 
 The qualitative fieldwork in the study included observations of two separate campus 
groups: a meditation group and a yoga group. As the researcher, I was a participant observer in 
both groups. According to Creswell (2013), fieldwork occurs “in the setting where the 
participants are located” typically for an extended period of time (p. 470).  Fieldwork is often 
included in ethnographic studies as a means to track cultural patterns. Although this study was 
not an ethnographic study, the researcher did observe multiple demographic characteristics and 
direct actions while participating in both yoga and meditation groups within the University 
campus. The researcher’s experience as a participant was a significant part of the interview 
recruitment. This retrospective account of descriptive and reflective information related to the 
researcher’s experience of the meditation group and the yoga group is written in the first person 
in order to effectively share the emotive personal experience of the researcher.  
Setting and Background for the Meditation Group. The meditation group of university 
employees was set in one of the more modern University buildings; the exterior included a 
mixture of brick and glass. Entry from the street required a keycard. On August 18, 2017 at 
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12:30pm, I participated in a ½ hour meditation session with roughly 8 other university 
employees. I observed food in the room – a rectangular table full of lunch fixings. To prepare for 
the meditation, all of the 8 or so university employees gathered toward the front of the room in 
two rows of side-by-side class room style seating. I noticed that the majority of employees 
attending this meditation session were women.  
Meditation Activity. The class leader used her iphone to initiate the guided meditation. It was a 
woman’s voice that provided the guided body scan - continually directing our attention to notice 
sensations including things like tightness, pulsing, itching. The calm voice of the woman on the 
iphone indicated that the goal was to connect with our bodies, notice the sensations and then let 
them go and stay in the present moment – to be curious and open to noticing the sensations and 
then release our attention and return to the moment. I observed several eyes closed, with arms 
resting on arm chairs. I observed one participant a bit slouched in the chair. The meditation 
lasted nearly ½ hour and then the class leader directed us to slowly gather and prepare to close. 
Afterward, I observed stretching, smiling and then each employee departed.  
Reflective information. The meditation session provided a really rich experience of meditation 
among university employees. Participation in the meditation group afforded the researcher an 
opportunity for non-structured observation and a chance to collect direct observations. When I 
first arrived, I was not sure what to expect. I was a little uncomfortable as an outsider before the 
meditation. The experience of meditating worked great for me. The experience seemed very 
personal, relaxing and re-charging. This experience reinforced my belief in proliferating 
opportunities for spirituality in the workplace as a means for addressing work stress.  I felt 
confirmation that this meditation group was a perfect sample for recruiting interviewees.  
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Setting and Background for the Yoga Group. On October 26 at 12:15pm, I participated in an 
hour long yoga session. The yoga group was set in one of the newest centers on campus. Upon 
entry into a small corridor, the security guard examined my University ID and granted me 
access. When I stepped off the elevator, I was greeted by the yoga coordinator who was also a 
university employee and she gave me a brief tour of the facility. I observed that although the 
exterior of the building did not reflect the newness of the center, the interior was rather unique in 
its design, including some futuristic-looking pods with standing desks, instead of all cubicles 
with typical work stations where employees must sit at their desk in order to use their computer. 
The room where the yoga session would take place was small and had a few furnishings – a 
couch and small table for children with a few mind-engaging toys surrounding it. Eventually, 4 
other female university employees joined the yoga coordinator and me in the room. We each 
gauged the amount of space needed to perform the positions and aptly placed our yoga mats on 
the floor.  
Yoga Activity. The yoga coordinator began with a few basic stretches of the arms and legs.  
During that time, I observed the late entrance of another university employee. I recognized her 
from another on campus event. She quickly found an open spot in the room and aligned her body 
pose with the rest of the group. After the warm-up, the coordinator calmly called out “downward 
dog.” I soon realized that downward dog would be the most frequently used position during the 
session – it involved getting on all fours (hands and feet) so that your body reflected an inverted 
letter V (see Figure 5). The yoga coordinator instructed us to breathe deeply into the position and 
hold it until she called out the next position. It seemed like 60 seconds passed each time we held 
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downward dog.  I remember my forearms seemed like they were giving-out after several 
repetitions of downward dog. Because of my bodily engagement in the pose, observation of other 
employees was nearly impossible, barring a glance here and there to ensure that I was in fact in 
the correct pose. I recall observing my own breath and trying to adhere to the instruction to 
breathe deeply.  
 
Figure 6. Demonstration of downward dog 
I recall another position named the warrior pose.  This pose was constructed having arms 
straight out and both legs a few feet apart. On one side the knee was at a 90 degree angle and the 
foot pointing straight ahead and the other leg was stretched out with the foot on a slight angle.   
 
Figure 7. Demonstration of yoga warrior pose 
I remember that my stance for warrior pose was not quite perfect and the coordinator came to me 
and provided additional instructions to aid me. In this stance, I was able to observe the 
employees in front of me. Figure 6 offers a visual depiction of the warrior pose. With forward 
facing heads, I could hear some deep breathing and it appeared that they were focused on the 
stretch.  When I looked over at one of the university employees, I observed her acknowledgment 
of my glance with a closed-mouth smile. This pose lasted approximately one minute.  
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Figure 8. Demonstration of yoga child’s pose  
 
Another position, the child’s pose, was also called out by the instructor. An image of 
child’s pose is shown in Figure 7. In order for our bodies to move into child’s pose, we had to 
kneel on our mats and relax our backside near the heels of our feet with the front of our body 
stretched forward.  Due to my active participation in this pose, I was not able to visually observe 
other employees. However, I do recall hearing a deep sigh and a comment about enjoying this 
position.  
In preparation for closing, the yoga coordinator told us to lie on our backs and get 
comfortable. We were told to relax. I noted that this final position lasted longer than any of the 
other positions. The duration was approximately 5 minutes. Afterwards, the yoga coordinator sat 
up and told us each to return to an upright position in our own time. When we were all upright, 
but still seated, the instructor looked out toward the group and said “Namaste” while bringing her 
hands together in a prayer-like fashion and lowering her head with a nod-like bow. In response, 
the participants looked in the coordinator’s direction and echoed her words, hand position and 
bow. At that point, everyone began to gather their belongings with limited chatting and depart.  
Reflective information. The yoga session afforded me an opportunity to experience a non-work 
related activity with other university employees. I felt welcome when I arrived. I had not 
expected to receive a tour of the center. That gesture made me feel more connected to the yoga 
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coordinator. However, I do remember feeling a bit awkward when the other university 
employees gathered in the room. Having never met them, I felt out of place. Once the yoga 
session had begun, the late arrival of a familiar face did give me additional comfort and greater 
sense of belonging. In fact, it was her presence that emboldened me and gave me the courage to 
ask the participants if they would be willing to participate in an interview.  
The experience of yoga generated a feeling of physical rejuvenation. It was different than regular 
exercise at the gym. I was familiar with the connection that I felt with other gym members as we 
ran side-by-side on treadmills.  This was a more connected experience. It went beyond the 
physical activity. I was also very proud of myself for sincerely engaging in the positions. To 
some extent, I felt accomplished, re-charged physically and mentally. I considered the few 
participating university employees lucky to have this opportunity. Based on my experience, I 
inferred that the cumulative effect of participating in this group affected individual work 
performance as well as work relationships. Moreover, I knew that this was a group that I wanted 
to examine in the study on the association of spirituality at work and work stress. Although I had 
intended to participate in this yoga class to support the recruitment for the study, I realized that 
the role of participant-observer had afforded me an opportunity to directly observe potential 
subjects in their natural setting.  
Interview Data  
 
Demographic characteristics of the sample. The demographic profile of the nine university 
employees participating in the interviews for this study included four university employees from 
the campus meditation group, four university employees from the yoga group and one university 
employee with no affiliation with either of the targeted recruitment groups. The employee with 
68 
  
no affiliation with the meditation or yoga group was identified through a referral from a member 
of the meditation group; in addition, this employee worked in the center with several of the 
members of the yoga group. All interviews were included in the data analysis process (n=9).  
Analysis of the department name variable revealed considerable uniformity. Three out of 
the four participants from the meditation group worked in the same university department. In 
other words, 75% of the interviewees from the meditation group represented co-workers with 
similar work environments. Moreover, three of the four participants from the yoga group worked 
in the same department. Hence, a significant number (75%) of the respondents from the yoga 
group shared similar work environments. Perhaps it stands to reason that university employees 
who participate in spiritual expressions at work are more likely to have co-workers from the 
same department who also participate in spiritual expressions at work.  
Analysis of the position title variable revealed a variety of position titles. The highest 
frequency in position titles among both groups (meditation and yoga) included the word 
“coordinator” and the next highest frequency included the word “counselor.” Figure 8 reflects a 
tree map word frequency analysis of the position titles.  Examples of position titles included 
Administrative Coordinator, Research Coordinator and Career Counselor.  
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Figure 9. Tree Map of Position Titles 
It is necessary to point out the difference between the position titles from the qualitative sample 
(e.g., coordinator, counselor) and the quantitative sample (e.g., director, administrator). At a 
glance, it appears that the qualitative sample represents a different population of university 
employees than the quantitative sample. However, a scan of job competencies from both sample 
populations does reveal some similarities of intrinsic job demands including customer service, 
teamwork and leadership and dependability and adaptability. This does indicate a level of 
similarity.      
The gender variable showed the majority of the interview respondents (78%) were female 
while the remainder, 22%, were male. The distribution of number of years employed at the 
University reflected the largest number (n = 5; 55.5%) of the interview respondents were in the 
2-5 years range with the second highest number of respondents (n = 3; 33.3%) indicating eight or 
more years of employment with the University.  
Research Instrument. The interviewees responded to nine semi-structured questions about their 
experience of work stress and workplace spirituality (Appendix D). The interview questions 
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were designed to answer the following research question. How do higher education 
administrators describe the role of workplace spirituality in relation to the experience of 
occupational stress? Participants’ descriptions of job responsibilities and personal experiences 
with work stress and workplace spirituality provided the in-depth data to address these research 
questions.  
Sources of Stress. The interview transcripts revealed multiple sources of stress. One respondent 
summed up her stress as “the collective go-go-go, get this done, but also be present for your 
students.”  She went on to say that “everybody at [the University] is sprinting all the time, and 
then as soon as you are at your max, you're told, okay, and here's some more.” Another described 
being “under staffed and under resourced” as a source of stress. Still another respondent noted 
“constant interruptions” as a source of stress. Although three of the respondents did reveal work 
overload as a common source of stress, the other sources ran the gamut including “playing 
politics, dealing with different personalities,” or managing “students or faculty who are non-
compliant in following processes or time lines for applications” or having little control over best 
practices and efficiencies.  
 Analysis of the interview transcripts revealed several emergent themes associated with 
work stress and workplace spirituality among university employees. Emergent themes included 
attitudes toward spirituality, problem-focused coping, supportive co-worker relationships, 
engagement in activities and helping others. The following sections illuminates several of the 
nuances that provide insight into how workplace spirituality relates to the experience of work 
stress.  
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Attitude toward Spirituality. The interview transcripts revealed various attitudes toward 
spirituality in the workplace. Several interview participants did not identify their practice of 
meditation or yoga with workplace spirituality.  One yoga participant noted: 
“I haven't framed it [participation in yoga] for myself in terms of spirituality, because I'm 
not necessarily a particularly religious person.  How I interpret my spirituality at work is 
just trying to really make sure that self-care is not just a phrase but something that I'm 
actively doing, and also encouraging my colleagues to do it because we can't be our best 
for our students or other stakeholders if we're not taking care of ourselves.” 
Another member of the yoga group said, “the term spiritual isn't terribly resonant or salient for 
me. I think of my efforts toward that kind of thing as more reflective than spiritual.” And yet 
another respondent from the yoga group remarked, “I have a western view of, where I put 
spiritual in this box. I put work in this box. To me they're not really connected that much.” In 
stark contrast, a member of the meditation group said “I think my spiritual beliefs, if you want to 
get heavy, influence everything I do at work.” Another member of the meditation group 
commented “If I'm at work and I'm stressed, I need to bring my spirituality with me.” When 
Tombaugh (2011) confirmed spiritual expressions at work as a reliable construct, he included 
activities like yoga and meditation as components of the construct. However, this sample 
population reveals attitudes and perceptions of these activities that do not align well with the 
term spirituality. These interviews suggest that term spirituality at work may be a misnomer for 
such activities.  
Appraisal and Coping Strategies. In sharing personal experiences of work stress, respondents 
described their coping strategies. Problem focused coping was an emergent theme. A yoga 
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participant indicated “it was more a matter of how can we get this solved so that the family can 
get this step done. Solving the problems first and then putting your feelings aside is helpful.” 
Another yoga participant indicated, “I usually manage it by trying to at least map out what I need 
to do. I begin to organize into smaller chunks.” Similarly, one member of the meditation group 
said “In the moment, it's asking more questions to find out more information so that we can 
really get to a clear understanding of what's going on” and another said “I approached it one step 
at a time, like, it'll get done.” The emergence of problem focused coping strategies among this 
population of university employees is an important finding.  
 In addition to exploring participants’ personal experiences with work stress, the 
interview sought to understand how the three dimensions of workplace spirituality manifested in 
this population. The dimensions of workplace spirituality are most often enumerated in the 
literature as 1) conditions for community, 2) inner life and 3) meaningful work (Ashmos & 
Duchon, 2000; Rego & Cunha, 2007; Daniel, 2015).  Therefore, these three terms were also used 
as provisional codes. The emergent themes were 1) co-worker relationships, 2) taking a break 
and 3) helping others, respectively.  
Conditions for Community. Throughout the interviews both meditation and yoga participants 
discussed the significance of relationships with managers and co-workers in managing work 
stress. For example, in describing a period of stress characterized by work overload, a member of 
the meditation group remarked “coworker relationships are huge.” He went on to say: 
“The people that worked directly with me were very supportive. They knew I was doing 
two jobs at the same time. It definitely relieved some of the stress in terms of knowing 
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that they were supportive and understood. It was helpful to have my manager and 
coworkers to understand.”  
Another example that reflected the importance of manager and co-worker relationships in 
managing stress also came from a member of the meditation group. She described a stressful 
work event and stated that “part of the reduction of stress is releasing to my boss.”  Being able to 
share the stressful process with a co-worker or manager seemed to provide some relief from the 
stressor. In fact, a member of the yoga group said “if you have a good working relationship with 
people it's less stressful.” In general, the interviewees described co-worker and manager 
relationships as a means for diffusing stress. These interviews suggest supportive co-worker 
relationships as a mode for managing stress at work. In fact, the enumerations of this theme 
reflected similarities to the items from the Ashmos and Duchon (2000) scale used in the 
quantitative portion of the study to examine Conditions for Community and provided detail on 
how this variable manifests in this university population.  
Inner Life.  The notion of engaging in activities that provide a break from the normal work day 
emerged as a theme among yoga and meditation participants. One example came from a 
meditation participant. He stated “yoga or meditation or even a workout at the gym, which I'm 
going to put into spirituality category right now, is a good break from an intense morning.” The 
respondent went on to say: 
“It's just a given, stress happens. It's going to be there no matter who you work for, one 
way or the other, it's just there. Just part of life. If you have yoga or meditation or a gym 
or other activities to help manage that, then that's better.” 
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Another respondent talked about how meditation and the activity of walking helped her to 
manage work stress. Initially referring to meditation she said: 
“I feel like it's refreshing, renewing; it's like a release of any stress that I have and then I 
go back to my desk I'm like all right I'm ready. It's like a reset kind of when I do the 
walking during my lunch break.”  
She also noted that: 
“The walking does something else like just being active and moving during the day. I'm 
usually by myself and I usually try not to think about too much when I'm walking. I just 
kind of take in the surroundings, look at people and the sky line and all that so it's kind of 
meditative in that way, but then when I get back to the office I feel like it's a brand new 
day.” 
Adding to this theme of participating in activities to help manage stress, a member of the yoga 
group remarked, “I see that I need an inner life to deal with that - to deal with the work stress. It 
helps me learn about myself. Being able to go to a yoga class and have my own experience.” 
Another very candid expression of the theme of taking a break came from a yoga participant who 
remarked “Yoga is wonderful and on days where I really need a break. It provides a break, and 
then it's also something that I physically and mentally feel good afterwards.” Moreover, another 
participant said “yoga is - It's nice because it's a break in the day. It gets us to reconnect with 
ourselves. You know centered. Yeah. Then you're kind of refreshed and you can go back and 
finish the rest of your afternoon and finish your work.” The ideas presented here suggest that 
taking a break provides both a physical and mental replenishment that supports university 
employees’ holistically. Finally, one interviewee who was not only a member of the yoga group, 
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but also a member of the meditation group described a stressful work scenario that involved a 
new project using new technology. She commented: 
“I have those tools that I need to cope, whether it be to take a breath or to just get up and 
walk around, or to do some breathing exercises or yoga whenever we go yoga, or 
meditate, which I'm trying to do more on a regular basis. I think because I was in the 
practice of doing, for me, yoga and the occasional meditation, helped to deal with stress.” 
Her comment provides rich insight into how engaging in inner life activities, ranging from 
walking, yoga, meditation, breathing or simply taking a break, might help one sustain a greater 
calm in the face of work stress. The theme of engagement in activities that provide a break offers 
a deeper insight into the appearance of inner life in university employees. In some ways, this 
theme reflects the item from the inner life subscale from Ashmos and Duchon’s Workplace 
Spirituality scale (2000) which states “My spiritual values influence the choices I make.”  The 
composite of these remarks articulate multiple methods for engagement in inner life that help 
recharge the employee and provide insight into the behavioral choices that can accompany 
spiritual values. These participants’ comments reveal that like the personal nature of spirituality, 
the individual activity that support’s one’s inner life is also a matter of personal choice. It is 
important to mention that the researcher’s participation in both the meditation and yoga groups 
was primarily intended to support the recruitment of interview subjects. However, it must be 
noted that as a participant-observer in both groups, the researcher attests to the usefulness of 
taking a break via meditation or yoga as means for coping with intrinsic job demands like 
managing people.  
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Meaningful work.  Helping others was another emergent theme among respondents. 
Throughout the interviews, both meditation and yoga participants discussed the significance of 
helping others as a source of meaning in their work. For example, a member of the meditation 
group remarked “I believe in my personal mission, to help students and alumni, and I always go 
back to that.” Meanwhile, a member of the yoga group recapped a work project saying: 
“We have eight students with intellectual disabilities and autism that are working across 
the campus. Maybe once a week I'll go and visit the bookstore to see them in action and 
see how well they're doing. That's kind of given me my own satisfaction…to really see 
the help that we're providing.”  
Furthermore, even the respondent who was not a member of either the meditation group or the 
yoga group talked about helping families. He stated, “knowing that I’m helping people and that 
what I’m doing directly will help potentially hundreds and thousands” as a source of purpose in 
his work.  This theme of helping others may provide some insight into the composition of the 
factor, Meaningful Work as a Collective Experience that was identified in the quantitative 
portion of the study. The notion of helping others appeared to be aligned with Item 7 (The work I 
do is connected to what I think is important in life) and Item 9 (I see a connection between my 
work and the larger social good of my community from Ashmos and Duchon (2000). In general, 
a focus on helping others seemed to create meaning and purpose in respondents’ work which had 
potential to reduce stress. 
Summary 
 
The use of semi-structured interviews with university employees who participate in yoga 
or mediation on campus revealed specific findings that can inform how universities and other 
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organizations seek to address the problem of work stress. The qualitative data from this study 
revealed problem-focused coping as the dominant strategy for managing stress among the sample 
population. The data also showed that supportive co-worker relationships and activities like 
meditation and yoga help to ameliorate work stress. Hence, while the observed reaction to work 
stress within this population is problem-focused, these factors may be influencing the appraisal 
and coping strategy.  
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Chapter 5: Conclusions and Recommendations 
 
Introduction. Work stress is a noted problem among university employees (Blix & Lee, 1991; 
Katsapis, 2012; Mark & Smith, 2012). Researchers (Cunningham, 2014; Daniel, 2015) have 
suggested spirituality in the workplace as one means for addressing workplace stress. This research 
study examined the influence of workplace spirituality on work stress in university employees. 
The results and findings led to major conclusions related to the research questions that guided 
this study and multiple practical implications and recommendations for institutions that seek to 
reduce work stress.  
The first research question that guided this study asked: 
What is the association between engagement in workplace spirituality and work stress for 
higher education administrators? 
Utilizing surveys and statistical analysis to pinpoint the associations between the three dimensions 
of workplace spirituality and work stress, this study found three statistically significant 
correlations: 1) a moderate, negative correlation between conditions for community and work 
stress, 2) a moderate, negative correlation between meaningful work as personal experience and 
work stress and 3) a moderate, negative correlation between meaningful work as a collective 
experience and work stress. While the statistical data did not reflect a significant relationship 
between inner life and work stress, several findings from the semi-structured interviews revealed 
anecdotal connections between participation in activities like yoga and meditation and work stress. 
Interview participants purported that inner life activities ranging from yoga and meditation to 
nature walks provided some relief from work stress. Hence, this study posits that workplace 
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spirituality ameliorates work stress in this population. This study concludes that there is a negative 
association between workplace spirituality and work stress for higher education administrators. 
The second research question that guided this study asked: 
How do higher education administrators describe the role of workplace spirituality in 
relation to the experience of occupational stress?   
This question sought to examine spiritual attitudes, beliefs and practices of higher education 
employees related to work stress. Using semi-structured interviews surveys to uncover personal 
experiences of work stress and workplace spirituality, this study identified several real-life 
illustrations that show how workplace spirituality intersects with and relates to the experience of 
work stress. First, several of the interviewees’ attributed considerable value to being able to 
openly talk with co-workers and managers about stress in the workplace. As a result, this study 
concludes that supportive relationships that contribute to employee’s sense of community help 
cope with work stress. Second, the practice of engaging in activities that provide a break from the 
normal work day surfaced as means for addressing work stress. In this way, the interviewees 
expressed multiple methods for engagement in inner life activity that helped to recharge them. 
As a result, this study concludes that behavioral choices that reflect spiritual values in the 
workplace support the management of work stress. Finally, the interviews revealed that helping 
others was often times viewed as a source of meaning in work. Interviewees articulated sources 
of stress, including work overload, lack of resources and conflict with colleagues, which were 
beyond their control. They also expressed that knowing that their work was helping others 
helped them to cope. As a result, this study concludes that finding or having meaningful work is 
a basis for reducing work stress.   
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This mixed methods study utilized Lazarus and Folkman’s (1984) transactional model of 
stress and coping along with Folkman’s (1997) revised transactional model of stress and coping 
and Gall et al.’s (2005) spiritual framework of coping as the foundation for this study. Lazarus 
and Folkman’s (1984) transactional model of stress and coping was extremely relevant for the 
study sample. In fact, there were many instances of problem-focused coping to address stress. 
Within this population, problem-focused coping tended to include step-by-step organization of 
tasks designed to improve the circumstances and resolve the issue. Study findings also showed 
support for Folkman’s revised transactional model of stress and coping (1997) which 
incorporated meaning-making as an alternate form of coping. Researchers (Pryds, Back-
Pettersson & Segesten, 2000) have discussed meaning making as a cognitive activity that reduces 
stress by helping individuals to see usefulness or value in the stressor. Although participants in 
this study did not attribute usefulness to stressors, participants did strongly purport that helping 
others in the course of their work provided meaning to their work. Knowing that their work was 
helping others did support the management of work stress. In this fashion, the condition of 
meaningful work is connected to stress reduction and can be seen as a form of meaning-making 
coping. In fact, the use of Gall et al.’s (2005) spiritual framework of coping helps to further 
explain this concept. The spiritual framework of coping (2005) indicates that stressors are  
appraised in a spiritual manner. This spiritual appraisal acknowledges the interconnectedness of 
decision-making from the perspective of informal, inclusive spirituality and also of personal 
perspectives of spirituality, like religious orientation. In this study, the higher purpose of helping 
others did not reframe the stressor, but, the meaningful nature of helping others was sufficiently 
useful in managing the stress. This study suggests that spiritual appraisals of a stressful work 
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situation may help individuals to transcend the stressor because of the spiritual meaning 
attributed to the work.  
Practice Implications and Recommendations. The purpose of conducting a mixed methods 
study was to provide a real-life picture of any association between workplace spirituality and work 
stress. Furthermore, this study afforded an increased understanding of attitudes and practices about 
workplace spirituality in academia particularly as related to stress management. As a result, the 
integration of spirituality in the workplace into organizational culture and values is highly 
recommended. This recommendation is well supported by qualitative and quantitative data from 
this study. The integration of workplace spirituality may be observed in the following ways:  
(1) programs and activities that afford a break in the workday 
(2) development of community within the workplace and  
(3) incorporation of meaningful service opportunities 
Institutions can help facilitate stress reduction by incorporating secondary interventions that 
reflect diverse engagement opportunities like yoga, meditation, praying, walking or exercising for 
university employees. Organizations that provide resources and activities like those mentioned 
are viewed as organizations that are enabling spirituality in the workplace (Ashford & Pratt, 
2003). Adoption of regularly scheduled university-wide and departmental activities that provide 
a break from the typical workday can promote and strengthen spirituality in the workplace as 
these opportunities  are connected to stress reduction. This is consistent with the findings of other 
researchers that posited measures for fostering spirituality at work (Ashford & Pratt, 2003; 
Bradley & Kauanui, 2003, Kinjerski & Skrypnek, 2006).  
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Educational leaders, human resource managers and those seeking to provide care and 
support for employees in academia and other relatable workplaces can help support relationships 
between and among co-workers and managers through the development of community within the 
workplace.  This is consistent with the findings of Blix and Lee (1991) regarding social support 
as a means for coping with work stress and Kinjerski and Skrypnek (2006) who also found that 
the sense of community fostered spirit at work among employees.  Institutional values that reflect 
the importance of community can help leverage the development of community in the workplace. 
This could include a stress management training that focuses on the role of community. University 
employees should also realize their part in making use of this new knowledge by participating in 
available community development activities.  
Finally, institutions can help facilitate stress reduction by incorporating meaningful service 
opportunities for employees. Adopting a commitment to serve could influence the spiritual culture, 
the values and mission of the organization (Giacalone & Jurkiewicz, 2003). Engaging in need-
based community projects as a part of their work is one way to engender the experience of 
collective meaningful work. By providing opportunities for employees to help other employees or 
members of the surrounding community, institutions can help reduce employees’ work stress. This 
study posits that university employees that identify and take advantage of opportunities for 
collective meaningful work can effectively reduce their work stress. The across-the-board 
recommendation - to integrate spirituality in the workplace to foster the development of a 
sustainable organization - is made in light of this research, and in many cases, in support of 
findings of other researchers. Moreover, this recommendation acknowledges the symbiotic 
83 
  
relationship between institutions and their employees by noting the undeniable influence of 
organizational culture on individual employees.  
In addition to the results and findings of this study, there are other areas for consideration 
and future research related to the connections between workplace spirituality and work stress in 
university employees. First, additional research can be used to determine the extent to which the 
results of this study may be generalized to other institutions of higher education. Replicating this 
study within other university populations could further substantiate the findings of this research 
as well as offer additional insights into the relationship between workplace spirituality and work 
stress.  
Another area for future research relates to the proliferation of inner life activities on the 
university campus. It is also important that leaders in the university consider the costs of 
integrating spirituality in the workplace. This study revealed very small numbers of participants, 
less than 10, in both of the sampled meditation and yoga groups from a relatively large 
institution with over 10,000 employees. Future research might examine why so few university 
employees are participating in opportunities for spiritual expression like yoga and meditation. 
While this study does not assume that number of participants is reflective of the entire 
university’s population, these numbers do provide some insight into the scope of participation in 
spiritual activities on this campus. Hence, implementing a larger scope of activities would 
require an investment of resources, both human and financial. What’s more, future research 
might examine the cost of current consequences of work stress, including sickness and time 
away from work and turnover alongside the cost of integrating and maintaining workplace 
spirituality.   
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Finally, researchers have suggested that workplace spirituality is not only a useful in 
reducing stress, but also a source of improved work performance. Longitudinal studies should be 
conducted to examine correlations between stress management interventions that are aligned with 
the recommendations of this study and measures of work performance.  
Summary 
 
This study contributed to a greater understanding of the influence of workplace 
spirituality on work stress in university employees. It also provided new information for leaders 
and human resource managers who seek solutions to work stress. This research study presented 
evidence that shows workplace spirituality is connected to the reduction of work stress. 
Workplace spirituality is important for institutions and employees. To resist the integration of 
spirituality into the workplace is to discard the need for support and care of employees.    
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Appendix 1: Workplace Spirituality Scale Survey 
 
Using the scale below, circle the number that represents the extent that each of the following 
statements reflects your attitude about yourself and your work environment. 
 
Strongly 
Disagree 1 2 3 4 5 6 7 
Strongly 
Agree 
 
 
Strongly  
Disagree 
Strongly 
 Agree 
1. I experience joy in my work.  1 2 3 4 5 6 7 
 
2. I believe others experience joy as a result of my work.  1 2 3 4 5 6 7 
 
3. My work creates meaningful work experiences for others. 1 2 3 4 5 6 7 
 
4. My work does not give meaning to my life.   1 2 3 4 5 6 7 
 
5. My spirit is energized by my work.  1 2 3 4 5 6 7 
 
6. I feel part of a community in my immediate workplace 
(department, unit, etc.) 
  
1 2 3 4 5 6 7 
 
7. I am not able to use my gifts and talents at my work.  1 2 3 4 5 6 7 
 
8. The work I do is connected to what I think is important in 
life.  
1 2 3 4 5 6 7 
 
9. I look forward to coming to work most days.  1 2 3 4 5 6 7 
 
10. I see a connection between my work and the larger social 
good of my community.  1 2 3 4 5 6 7 
 
11. I make a difference to the people with whom I work.  1 2 3 4 5 6 7 
 
12. My supervisor encourages my personal growth.  1 2 3 4 5 6 7 
 
13. I have had numerous experiences in my job which have 
resulted in personal growth.  1 2 3 4 5 6 7 
 
14. I understand what gives my work personal meaning.  1 2 3 4 5 6 7 
 
15. I feel responsible for my own growth.  1 2 3 4 5 6 7 
 
16. I feel personally responsible for my behavior.  1 2 3 4 5 6 7 
 
17. When I have fears, I am encouraged to discuss them.  1 2 3 4 5 6 7 
 
18. When I have a concern, I represent it to the appropriate 
person.  1 2 3 4 5 6 7 
 
19. At work, we work together to resolve conflict in a positive 
way.  1 2 3 4 5 6 7 
 
20. I am evaluated fairly here.  1 2 3 4 5 6 7 
 
21. I am encouraged to take risks at work.  1 2 3 4 5 6 7 
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Appendix 1: Workplace Spirituality Scale Survey (cont.) 
 
Using the scale below, circle the number that represents the extent that each of the following 
statements reflects your attitude about yourself and your work environment. 
 
Strongly 
Disagree 1 2 3 4 5 6 7 
Strongly 
Agree 
22. I am valued at work for who I am.  1 2 3 4 5 6 7 
 
23. I feel hopeful about life.  1 2 3 4 5 6 7 
 
24. My spiritual values influence the choices I make.  1 2 3 4 5 6 7 
 
25. I consider myself a spiritual person.  1 2 3 4 5 6 7 
 
26. There is no room for spirituality in the workplace.  1 2 3 4 5 6 7 
 
27. Prayer is an important part of my life.  1 2 3 4 5 6 7 
 
28. I care about the spiritual health of my coworkers.  1 2 3 4 5 6 7 
 
29. Spiritual values are not considered important in my 
workplace.   1 2 3 4 5 6 7 
 
30. I am not aware of what is truly meaningful to me.   1 2 3 4 5 6 7 
 
31. Meditation is an important part of my life.  1 2 3 4 5 6 7 
 
32. Personal reflection is an important part of my life.  1 2 3 4 5 6 7 
 
33. Who I am as a human being is not valued in the workplace.  1 2 3 4 5 6 7 
 
Ashmos & Duchon (2000). 
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Appendix 2: Stress in General Scale 
Your Stress at Work. 
Do you find your job stressful? For each of the following words or phrases below write: 
Y for “Yes” if it describes your job 
N for “No” if it does not describe your job 
? for “?” if you cannot decide 
 
____ Demanding 
____ Pressured 
____ Calm 
____ Many things stressful 
____ Hassled 
____ Nerve-racking 
____ More stressful than I’d like 
____ Overwhelming 
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Appendix 2: Stress in General Scale (cont.) 
 
 
Bowling Green State University. The Stress in General Scale. (2009).  
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Appendix 3: Semi-Structured Interview Protocol 
 
Brief icebreakers will open the discussion and lead into the semi-structured interview.   
1) How far away is your office from here? 
2) Discuss the weather.  
Thank you for agreeing to participate in today’s interview. As you know, my name is Melinda 
Johnson and I am a doctoral student at Drexel University. This interview along with several other 
data points will support my dissertation research on how spirituality influences stress at work. 
During the next ½ hour to 45 minutes, I will ask you questions about how spirituality impacts 
your stress level at work.  Let’s get started.  
1. Briefly describe your job functions at The University.  
a) How long have you worked at The University? 
b) How many employees report directly to you? 
c) Do you consider yourself to be a higher education administrator? 
2. What are your most significant sources of work stress here at the University? 
3. Describe an experience of work stress at the University.  
a) How would you describe your initial reaction or view of the stressor/the problem? 
b) Describe how you planned to get rid of or manage the stress? How did you cope 
with it? How did you make sense of it?  
c) What role did your spiritual beliefs play in managing the stress? 
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Appendix 3: Semi-Structured Interview Protocol (cont.) 
 
d) Describe your perception of the resolution.   
4. What gives you the most meaning and purpose in your job? 
5. How does meaningful work affect your experience of work stress? 
6. Consider how you nourish your inner life through meditation, prayer and/or yoga and 
nature walks. How does your inner life affect your experience of work stress?  
7. How does your sense of community or connections to other employees affect your 
experience of work stress?  
8. How relevant are the elements of workplace spirituality - inner life, sense of community 
and meaningful work - to the workplace?  
9. What methods do you think the University could use to foster fruitful discussion of 
spirituality in the workplace without causing people to feel violated or leading to 
uncontrolled discussions? 
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Appendix 4: Letter of Introduction for Interview Participants  
Hello.  I invite you to participate in a research study that will investigate workplace spirituality 
and work stress in higher education administrators. Define HEA.  The results of this study may 
help to inform and add to already existent campus programs aimed at reducing employee stress. 
This study is being conducted as part of the dissertation requirement for my Doctoral Degree in 
Educational Leadership and Management at Drexel University under the supervision of Dr. 
Rajashi Ghosh, dissertation Supervising Professor. If you choose to participate you will also be 
asked to participate in a one-on-one interview that will take approximately one hour to complete. 
In order to accurately collect your responses during the interview, I request permission to record 
the interview and take handwritten notes throughout the process.   
 
This study seeks to understand matters concerning spirituality and work stress. These matters 
may be sensitive for some participants. Please note that participation in this study is completely 
voluntary. All information collected during the conduct of this study will remain 
confidential. Your interview responses will be kept confidential. You may withdraw your 
participation from the study for any reason and at any time during the study without 
consequence. All information collected during the conduct of this study will remain 
confidential.  
If you have any questions, I would be happy to talk to you in more detail. I can be reached at 
856-264-4097 or by email at mjohnson@drexelmed.edu.  
 
Thank you for your time. I look forward to your response. 
  
Sincerely, 
  
 
Melinda K. Johnson 
Doctoral Candidate 
Ed.D in Educational Leadership and Management 
Drexel University, School of Education 
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Appendix 5: Rotated Component Matrix 
 
 
1 2 3 4 5 6 7 8 
  .183 .102 .230 .759 -.009 -.095 .157 .158 
2.  .037 .199 .645 .371 .112 .125 .114 -.021 
3.  -.216 -.102 -.585 -.489 -.011 .179 .084 .192 
4.  .232 .378 .487 .474 -.039 -.127 .073 .063 
5.  .647 -.121 .307 .098 .071 .110 .201 -.151 
6.  -.175 .111 -.204 -.567 -.191 .184 .325 .023 
7.  .233 .120 .791 .171 -.018 -.133 -.034 .062 
8.  .211 .183 .361 .705 .092 .016 .054 .002 
9.  .152 .138 .828 .172 -.080 .078 .058 .104 
10.  .357 .416 .454 .045 .185 -.017 -.078 -.017 
11.  .828 .023 .023 .161 -.005 -.136 -.023 -.139 
12.  .394 .063 .052 .688 .206 .201 -.020 -.111 
13.  .305 .199 .355 .621 .301 -.067 .176 -.174 
14.  -.044 .188 -.041 .305 .770 -.009 .021 -.085 
15.  .123 .127 .092 .078 .806 -.192 .099 .082 
16.  .615 -.010 .103 .054 -.170 -.206 .435 -.255 
17.  .309 -.055 .099 .025 .215 .013 .767 .099 
18.  .622 -.051 .096 .145 -.072 -.158 .402 .361 
19.  .764 .043 .106 .110 .189 .015 -.112 .267 
20.  .621 -.084 .264 .227 .131 .139 -.086 -.220 
21.  .726 .056 .173 .363 -.122 -.167 .056 -.088 
22.  .012 .290 .197 .510 .284 -.284 .085 -.058 
23.  -.038 .814 .169 .177 .115 -.001 .122 -.069 
24.  -.142 .849 .157 .140 .056 -.019 .127 -.092 
25.  -.108 -.420 .116 -.098 .136 .622 -.123 .080 
26.  -.181 .774 .059 .143 -.006 .048 -.072 .086 
27.  .126 .654 .283 -.123 .095 -.068 -.145 .104 
28.  -.248 -.052 .004 -.067 -.006 .184 .058 .817 
29.  -.002 .039 -.105 -.041 -.361 .722 .029 .059 
30.  .095 .605 .071 -.085 .080 -.234 -.304 .012 
31.  .069 .442 .539 -.195 .263 -.177 -.073 -.094 
32.  .075 .384 .567 .266 .045 -.151 .153 -.111 
33.  -.511 .173 -.055 -.511 .082 .246 .114 .130 
Extraction Method: Principal Component Analysis.  
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Appendix 6: Total Variance Explained 
 
 
 
 
Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 
Total % of 
 
Cumulativ
  
Total % of 
 
Cumulativ
  1 11.677 30.730 30.730 11.677 30.730 30.730 
2 5.105 13.434 44.164 5.105 13.434 44.164 
3 2.180 5.736 49.900 2.180 5.736 49.900 
4 2.095 5.514 55.414 2.095 5.514 55.414 
5 1.679 4.420 59.833 1.679 4.420 59.833 
6 1.492 3.926 63.759 1.492 3.926 63.759 
7 1.231 3.239 66.998 1.231 3.239 66.998 
8 1.089 2.865 69.864 1.089 2.865 69.864 
9 1.009 2.655 72.519 1.009 2.655 72.519 
10 .866 2.279 74.798    
11 .841 2.213 77.011    
12 .819 2.155 79.166    
13 .746 1.963 81.129    
14 .681 1.793 82.922    
15 .623 1.639 84.561    
16 .558 1.468 86.029    
17 .519 1.365 87.394    
18 .498 1.312 88.705    
19 .453 1.193 89.899    
20 .427 1.124 91.022    
21 .417 1.098 92.120    
22 .387 1.019 93.140    
23 .342 .900 94.040    
24 .318 .837 94.877    
25 .294 .775 95.651    
26 .248 .652 96.303    
27 .221 .583 96.885    
28 .193 .509 97.394    
29 .175 .460 97.855    
30 .167 .440 98.295    
31 .138 .362 98.657    
32 .114 .301 98.957    
33 .111 .292 99.249    
34 .090 .236 99.486    
35 .076 .201 99.686    
36 .050 .132 99.818    
37 .035 .093 99.912    
38 .034 .088 100.000    
Extraction Method: Principal Component Analysis. 
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Appendix 7: Spearman’s rho Correlations 
 
Correlations 
 
 Stress 
Inner 
Life 
Conditions 
for 
Community 
Meaningfu
l Work 
(Personal) 
Meaningful 
Work 
(Collective) 
Spearman's 
rho 
Stress Correlation 
Coefficient 
1.000 -.096 -.300** -.337** -.301** 
 
 
Sig. (2-tailed) . .362 .004 .001 .004 
 
N 92 92 92 92 92 
Inner 
 
Correlation 
 
-.096 1.000 -.051 .311** .459** 
 
 
Sig. (2-tailed) .362 . .629 .003 .000 
 
N 92 92 92 92 92 
Condit
 
 
 
Correlation 
 
-.300** -.051 1.000 .449** .387** 
 
 
Sig. (2-tailed) .004 .629 . .000 .000 
 
N 92 92 92 92 92 
Meani
 
 
 
Correlation 
 
-.337** .311** .449** 1.000 .646** 
 
 
Sig. (2-tailed) .001 .003 .000 . .000 
 
N 92 92 92 92 92 
Meani
 
 
 
Correlation 
 
-.301** .459** .387** .646** 1.000 
 
 
Sig. (2-tailed) .004 .000 .000 .000 . 
 
N 92 92 92 92 92 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
 
 
 
